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The study was conducted to examine the occupational stress, personal 
values and work-related values among teaching and non-teaching staff of a 
university system in relation to certain demographic variables. The occupational 
groups selected for the study were teachers, clerks and semi-professionals. The 
other variables undertaken into consideration were sex, age, and length of 
experience. The main objectives of this study are (I) to examine the occupational 
stress, among teachers, clerks and semi-professionals, (II) to examine the effect 
of sex, age and experience on occupational stress among teachers, clerks and 
semi-professionals, (III) to study the personal value system among teachers, 
clerks and semi-professionals, (IV) to examine the role of sex, age and 
experience in the personal value system among teachers, clerks *nd semi-
professionals, (V) to study tiie work-related values among teachers, clerks and 
semi-professionals, (VI) to examine the effect of sex, age and experiences on 
work-related values among teachers, clerks and semi-professionals. 
100 teachers, 100 clerks and 100 semi-professionals w^re randomly 
selected from various colleges of University of Delhi. Occupational stress, 
personal values and work-related values were examined in 300 subjects. The 
tools used in this study were Occupational Stress Index de/eloped by Srivastava 
& Singh (1981), Basic Value Survey developed by Schwartz (1992), and Work 
Value Survey developed by Super (1996). The data obtained on these 
psychological tests analyzed were statistically treated with the help of't' test and 
Duncan Mean test. The main findings of the research are as follows : 
• Teachers as compared to clerks and semi-professionals perceived more 
stress for 'responsibility for persons', 'poor peer relation', and 'streneous 
working conditions' factors of occupational stress. 
Semi-professionals as compared to teachers and clerks perceived more 
stress on 'powerlessness', 'intrinsic impoverishment', 'low status', 'poor 
peer relations', 'responsibility for persons', and 'unprofitability' factors of 
occupational stress. 
Teachers as compared to clerks and semi-professionals gave more 
importance to 'universalism', 'hedonism', 'power' and 'conformity' 
factors of personal values. 
Clerks as compared to teachers and semi-professionals gave more 
importance to 'achievement' factor of personal values. 
Clerks as compared to teachers and semi-professionals gave more 
importance to 'extrinsic' and 'mixed' work-related values. 
Male teachers as compared to female teachers perceived more stress for 
'role ambiguity', 'poor peer relation', 'unprofitability' responsibility for 
persons' as well as overall occupational stress. 
Older clerks as compared to younger clerks perceived more stress for 
'responsibility for persons' whereas younger clerks as compared to older 
clerks feel more stress for 'underparticipation' factor of occupational 
stress. 
High job tenure semi-professionals perceived more stress than the low job 
tenure semi-professionals with regards to 'role overload' as well as overall 
occupational stress. 
Female clerks as compared to male clerks attached more importance to 
'achievement' factor of personal values. 
Younger clerks attached more importance to 'benevolence' factor of 
personal values as compared to older one. 
High job tenure clerks as compared to low job tenure clerks attached more 
importance 'benevolence' whilst high job tenure teachers as compared to 
low job tenure teachers attached less importance to 'power' factor of 
personal values. 
Male teachers as compared to female teachers attached more importance 
to 'mixed', whereas female teachers as compared to male teachers 
attached more importance to 'extrinsic' factor of work-related values. 
Younger clerks as compared to older clerks attached more importance to 
'social' work-related values. 
High job tenure clerks as compared to low job tenure clerks attacked more 
importance to 'social' as well as overall work-related values. 
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Chapter - One 
Ontroductton 
'V' // 
Values : Concept and Definitions 
In popular use, values are inextricable components of the socio-
cultural context and also one of the major antecedent determinants of behavior. 
The tenn 'Value' has a variety of meanings and attributes. In common use it 
means price. In other context value refers to importance. The dictionary 
meanings of value suggest quality or facts of being excellent, useful or desirable. 
In sociology and anthropology the term has come to denote the shared cultural 
standards according to which the moral, aesthetic and, cognitive relevance of the 
object of attitude, desire and need can be compared and judged. 
In popular use, value has three types of meaning : (a) the objects 
have value as they satisfy our needs and we are ready to pay for it; (b) acts, 
arguments and experiments have value as they serve our goals or objectives; and 
(c) at a higher conceptual level it means ideals. The terms human values, social 
values, and cultural values refers to the ideals and norms established by societies 
and cultures that are highly priced by the individuals and social units constituting 
the societies or culture. Therefore, values determine desirable and undesirable 
ideas, things and behaviors. The desirability and undesirability of ideas, things 
and behaviors however, are socially and culturally detennined. 
Although values are seen as socially and culturally determined, they 
may have individualistic character. In the broad frame of cultural values, an 
individual as a primary unit of the society may have a personal value system or 
preferences. Values constitute a cential ingredient of personality on the one hand, 
and in hence our thinking and attitudes on the others. 
It may be said that values function as norms and have to be adopted 
by the constituent members and groups consciously or unconsciously. Such 
values aie charged with emotions and become ego involved. Once this happens, 
values in forms of norms get internalized. This is the process of internalization of 
values in life. Values consequently may influence our perception and actions. In 
this sense, value becomes a generalized attitude. But unlike attitude (which could 
be positive or negative) values have preferential. 
Value is more or less an abstract concept with differential meanings 
in different contexts. It has both cognitive and co native components. In 
cognitive field it is related to thoughts, ideas, beliefs, prejudices and interests. On 
the other hand, its cognitive aspect is manifested in the form of valances and goal 
directed activities. 
Parson (1951) said that values as cultural ideas that influence human 
choice by the viitue of being internalized by the actor. He contended that values 
are instigators of behavior and can only be infeired. However, values are 
embodied in social activities, relationships and institutions that are subject to 
change and adjustment. On the other hand, values have a relative permanence 
and university. Similarly, values could be part of some ideology or part of more 
restiicted group (i.e. social class, group or movement). 
It may be said that values and ideas maintain and regulate the 
visiable social structure and interaction on the one hand and give them cohesion 
on the other. Despite being subjective and invisible, values are significant aspect 
of society and underlie all relationship. 
He observes further that since values played a very significant role in 
social affairs, studying them was a good beginning for the production of an 
unified theoiy of human behavior. According to Parsons and Shils (1951) perfect 
articulate and conflict less action on the part of several actors was possible when 
rules become fully institutionalized, and were derived from the common value 
orientation of the people of collectivity. It was studied in value systems as 
deriving their quality from the dual nature of man as being both a "sentient 
being" and a "reason being ". A predominance of either quality is reflected in two 
distinct value patterns. Furthermore, when regiouped the classes of most 
significant values, were seen to fall into classes of values that were discerned and 
classified by the ancient Greek Philosophers. The Greek Philosophers envisaged 
values as arising from activities that intended to and adds to human knowledge, 
human delight and aesthetic satisfaction in the one hand, and to socially 
acceptable, more conducts on the other hand. 
It is generally seen that social scientists have shown basic differences 
in conceptualizing values. For example, values are viewed either as a pattern of 
differential preferences which are derived from a range of desirable behavior 
(Triandis, 1972) or those which are important ( Schwartz and Bilsky, 1987, 
p.388-433). 
The more widely acceptable definitions in the social sciences 
literature consider' value' to be conception of the desirable , influencing selective 
behavior. Again in this restricted definition, a distinction is made between ' what 
is desired' and 'what is desirable', the later being equated with what we ought to 
desire (International Encyclopedia.of Social Science, I988,p.282) 
Review of literature gives an abundant number of definitions of 
values. Much cited in Rokeach (1973,p.5), who defines value as " an enduring 
belief that a specific mode of conduct or end-state of existence is personally or 
socially preferable to an opposite or converse mode of conduct or end-state of 
existence". Super (1980,pl30) defines value as " an objective, either a 
psychological state, a relationship or material condition that once seek to attain." 
Hofstede (1984,p.l8) define values " as a broad tendency to prefer 
certain states of affairs over others". A more elaborate definition is given by 
Schwartz (1992, p.2), who defines values as " desirable states, objects, goals, or 
behaviors, transcendening specific situations and applied as normative standards 
to judge and to choose among alternative modes of behaviors": An important 
merit of this latter definition is that it distinguishes values from attitudes by 
pointing at their generalized nature. Attitudes are people's beliefs about specific 
objects or situations (Hollander, 1971). They can be considered as taking a lower 
place in the person's hierarchy of beliefs (Rokeach, 1973). Another difference is 
that attitudes can be positive or negative, whereas values are always positive, i.e. 
in favour of something. Less specific than attitudes but more specific than 
attitudes but more specific than values is " interest" (Davis, 1991; Roe, 1981). 
This notion has mostly been used in the domain of work in connection with 
vocational choice, and refers to a person's preference or liking for particular 
types of occupational activities. 
All definitions treat values as latest construct that refer to the way in 
which people evaluate activities or outcomes. Thus, generally speaking , the 
notion of value points at a relationship between an evaluating subjects and an 
evaluated object, whereby this relationship is supposed to be durable and to have 
implications for the subjects subsequent activities. 
Sinha (1990c) observes that the manner in which values are 
conceptualized provide basis for suggesting that the desirable, ideal and 
important values are perhaps the cherished values and may have universal 
structure (Schwartz and Bilsky, 1987), while in the former case the indication is 
towards operative values.(England,1974) that are more close to social norms and 
behavior. 
A conceptual definition of values by Schwartz (1992) incorporates 
five formal features of values. Accordingly values are (a) concepts or beliefs,(b) 
that pertain to desirable end states or behaviors, (c) transcend specific 
situations,(d)guide selection or evaluation of behaviors and events, and (e) are 
ordered by relative importance. 
Schwartz (1992,1994). contends that the critical content of values is 
the motivation they represent. He has demonstrated that Self-Direction, 
Stimulation, Hedonism, Achievement, Power , Security, Conformity, Tradition, 
Benevolence and Universalism, are the ten motivationally distinct types of values 
that appear repeatedly in a wide range of cultures and thus may qualify as 
universal values. 
According to Rescher (1969) , one way of classifying values could 
be through the subscribership to the values. For example, if the subscriber is a 
person we talk about personal values, however, if the value is subscribed nation 
wide, it becomes a national value. Rokeach (1973) made a distinction between 
individual (what I value) and social (what people value) value. 
Values may be classified as mean values and end values. Realization 
of mean values proves instrumental for realization of the more fundamental 
values termed as end or instrumental values (Rokeach, 1973). The terminal 
values such as honesty and loyalty aie prized primarily on their own account and 
hence are also known as intrinsic values. 
Values can be classified with respect to the specific type of purpose 
they serve. For example, values such success, conform and privacy benefit the 
self, while parochial values benefit the family. Therefore the values held by the 
subscribers in these examples would be self-enhancement and family pride 
respectively. 
Following Klukhohn (1951) and Rokeach (1973) and Schwartz 
(1992), Schwartz and Bilsky (1987, 1990) defined human values as desirable 
goals, vaiying in importance, that serve as guiding principles in people's lives. 
The crucial content aspect that distinguishes among values is the type of 
motivational goals they express. Schwartz and Bilsky (1987,1990) derived a 
typology of the different contents of the values represented in the form of 
conscious goals, three universal requirements of human existence. 
The three universal requirements of human existence to which all 
individuals and societies must be responsive are (a) needs of individual as a 
biological organism (b) requisites of coordinated social interaction, and (c) 
sui-vival and welfare needs of groups . From an evolutionary point of view, these 
goals have crucial survival significance (Buss, 1986). Groups and individuals 
represent these requirements cognitively as specific values about which they 
communicate. 
The ten motivationally distinct types of values (Schwartz and Bilsky, 
1987, 1990) were derived from the above-mentioned three universal 
requirements. For example. Conformity (one of the motivationally distinct value 
type out of ten), was derived from the prerequisite of smooth interaction and 
group survival. In addition to the universals in content of values, the theory 
specifies a dynamic relationship among the motivational types of values. The 
theoiy contends that actions in pursuit of each type, have psychological, practical 
and social consequences that may conflict or may be compatible with the pursuit 
of other value types. For example, pursuit of achievement value may conflict 
with the pursuit of benevolence value (that is, seeking personal success for 
oneself is likely to hinder actions aimed at enhancing the welfare of others who 
need one's help). 
The total pfettem of relations of conflict or compatibility among 
value priorities that provide structure to the value systems (Schwartz, 1992) The 
fundamental point to have in mind is that the value pattern refers to the relations 
of conflict and compatibility among values, not to their relative importance to a 
group or individual. The latter (i.e. importance) is referred to as value priorities 
or hierarchies. The theory contends that although ten value types may be 
discriminated, at a more basic level, the value types form a continuum of related 
motivations. This continuum gives rise to the circular stiucture. The paititioning 
into ten value types represents conceptually convenient decisions about where 
one fuzzy set ends and another begins . 
Schwartz's (1990,1992) presented a model often motivational types 
values that are organized into two major dimensions. These dimensions are 
composed of higher -order value types that combines the standard types. The 
first dimension "openness to change" versus " conservation" opposes value 
emphasizing own independent thought and actions and favoring changes ( e.g. 
self- direction and stimulation type) to those emphasizing submissive self-
restiiction, preservation of tiaditional practices, and protection of stability, 
security conformity and tradition. The second dimension namely, "self-
enliancement" versus "transcendence" opposes values emphasizing acceptance 
of others as equals and concerns for their welfare (i.e. universalism and 
benevolence) to those emphasizing the per suit of owns own relative success and 
dominance over others (e.g. power and achievement). Hedonism is related to 
both. 
Values: The Indian Context 
As true for most of the concepts in the field of psychology, the 
western thinking influences the conceptualization and definition of values in the 
social science literature. As this point it seems necessary to talk about values in 
the context of the Indian scene in particular. This is a very demanding exercise 
and therefore, literature review shall be restiicted only to those areas that seems 
to be relevant for the present Doctoral work. 
Religion and philosophy , socialization practices that transmit values 
from one generation to the other, and the haish social reality of the Indian sub-
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continent, may be delineated as the three major somce of values. Discussing 
these sources in detail is beyond the scope of this Doctoral work however, it may 
be mentioned that Hinduism, Islam and Buddhism have been the mother 
religions and sources of values for million of people in India and around the 
world. 
Values such as love, compassion, selflessness, service and 
renunciation, duty and responsibility, equanimity and detachment and caution 
against desires are seen as highly desirable in all the religions despite differences 
in the suggested practices for becoming an evolved person or an evolved 
community. 
The individuals acquire social values through socialization and 
occupational roles. Tandon (1981) observes that the basic values transmitting 
social agencies are the family, educational institutions, peer group and organized 
groups in the society. There is no dearth of evidence to support this. A few 
selected importance references in this context are Garg and Parikh (1993), Kakar 
(1978) and Roland (1988). Nevertheless, the values painstakingly inculcated by 
the above mentioned sources may get weakened, eroded and destabilized as the 
contextual parameters of a society are not always conducive for the survival, 
maintenance and adoption of the prescribed values. Accordingly to J.B.P.Sinha 
(1982a), the veiy harsh social reality of India is a case in point in support of this 
argument. 
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Multiple and complex problems of the Indian social reality add up to 
create a sense of insecurity, relative deprivation and uncertainty. Consequently, 
one becomes suspicious, shrewed, competitive, and coercive towards those who 
seem to be competing with one for limited resources and opportunities. 
J.B.P.Sinha (1982a) observes that in face of overwhelming Indian realities such 
as poverty, oveipopulation, scarcity of resources (poverty being the most 
dominant of them), the terminal goals of life, like salvation or moksha becomes 
subordinated to the lower order goals of wealth and prosperity. 
Work Values 
Work values are the specific expressions of general values in the 
work setting. This study employs the basic individual values to generate and test 
hypothesis regarding the different types work values that people are likely to 
distinguish, and regarding the structure of relationships among these work 
values. Like basic values, work values are benefits pertaining to desirable end-
state (e.g high pay) or behavior (e.g. working with people). The different work 
goals are ordered by their importance as guiding principles for evaluating work 
outcomes and settings, and for choosing among different work alternatives. 
Because work values refer only to goals in the work setting. They are more 
specific than basic individual values. But the work values usually studied are still 
quite broad. They refer to what a person wants out of work in general rather than 
to the nanowly defined outcomes of particular jobs. Finally, work values are 
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verbal representations of individual, group and interaction requirements. Work 
value is a kind of orientation towards work underlies people's ideas of what is 
important to them when making occupational choices. Viewing work values as 
specific expressions of basic values in the work setting implies that there should 
be four general types of work values. Most of the researchers appear to identify 
the three types of work values (1) intrinsic or self-actualization; (2) extrinsic or 
security or materials (3) social or relational (e.g. Alderfer, 1972 ; Borg,1990 ; 
Crites,1961 ; Mottaz,1985 ; Pryor;i987 ; Rosenberg, 1957). Elizur (1984) arrived 
at a related trichotomous classifications of work values by considering the 
modality of their outcomes such as interest and achievement; Affective outcomes 
such as relations with associates. This classification largely overlaps extrinsic, 
intrinsic and social respectively. 
These three types of work values can be viewed as conceptually 
parallel to three of the higher-order basic values. Intrinsic work values directly 
express openness to change values—The pursuit of autonomy, interest, growth, 
and creativity in work. Extrinsic work values express conservation values; job 
security and income provide workers with the requirements of needs for general 
security and maintenance of order in their lives. Societal and interpersonal work 
values express the pursuit of self-tianscendence values: work is seen as a vehicle 
for positive social relations and contribution to society. 
The theory of basic individual values suggests that there should be a 
fourth distinct type of work values, one that parallel the basic self-enhancement 
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higher order value type. This type of work values, like self-enhancement, should 
be concern with prestige or power. Items that refer to prestige, authority, 
influence, power and achievement in work are common in empirical research on 
work. These values have usually been classified as extrinsic (Ginzberg, 1966; 
Herzberg, Mausner, & Snyderman, 1959; Rosenberg, 1957). Few theorists have 
recognized a distinctive prestige or power type (O'Connor & Kinnane, 1961; 
Piyor, 1987). 
Reexamination of the many past studies reveal that there is empirical 
evidence for a fourth, prestige type. The work values in the extrinsic region 
(meaningfulness, responsibility, and use of one's abilities) are values that 
contribute to a sense of personal growth and whose attainment derives directly 
from the nature of the work experience. The work values in the prestige region 
(achievement, advancement, status, recognition independence, company that you 
are proud to work for, influence in work, influence in the organizations) are 
values whose attainment entails a compaiison of self with others that implies 
personal superiority. 
In the literature, a distinction is made between general values and the 
values concerning specific life domains. As work is considered to be such a 
domain, work values by implications have a more specific meaning than general 
values. The relationship between general values and work values are being 
conceived in different ways. One view is that values have a particular cognitive 
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Structure tliat produces a structural similarity between general values and work 
values. This view is represented and empirically corroborated by Elizur and 
Sagie. Another view is that general values produce work value; for example, that 
work values emerge from the projection of general values onto the domain of 
work. Most researchers seem to assume that work values do somehow desire 
from general values, but they are not very explicit about the causal nature of this 
process. Many studies have been, found general values to correlate with work 
values of a similar content (e.g. Kinnane &Gaubinder, 1963). 
Work values might be seen as a source from which general values 
develop. Work values seem to diffuse easily through such channels as 
management literature, consulting and training. In this way modem work 
practices and standards may generate work related values that generalize the 
wider social life. There is as yet very little empirical evidence to support this 
position, but a study by Selmer and Deleon (1996) on organizational 
"acculturation" shows that multinational corporations can play a role in the 
transmission of values. 
It is important to note that in modem societies work values are 
typically considered as salient, basic, and influential on "work centrality" earned 
out in the context of the Meaning of Work (MOW) project (England, 1991). The 
importances of the work role in many cultures make work values into core values 
that take a cardinal position in the overall pattem of values. There is general 
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agreement in the literature that values do not influence people's activity directly 
but rather indirectly through attitudes and goals. Thus, values are seen as a 
source of motivation for individual action. With respect to the societal level, a 
similar indirect influenced is assumed: Values defines norms and shared goals, 
which elicit and guide collective action. Although people's activity in the work 
domain, dividing time between work and family, is likely to depend more on 
work values than on general values, the role of general values should not be 
overlooked. A study by Sagie (1993) shows religiosity to be a factor that 
determines how young people perceive their work obligations. 
Descriptive studies revealing and comparing the profiles of particular 
groups are of interest in themselves. But once differences are found, one should 
explain where these differences come from and which consequences they have 
for social and individual life. Unfortunately, this kind of explanatory research on 
values is still rather scarce. Research studies with a sociological origin typically 
look for differences in the natural environment, economic circumstances and 
religion as explaining factors (e.g. Parsons & Shils, 1951). More recent research 
has put more emphasis on economic development and the process of 
modernization resulting from it (e.g. Ester et al,1993). Studies of individual 
values consider such societal factors as " distal" and look for more proximal 
factors, such as the person's occupation, family situation, and demographic 
characteristics ( Triandis, 1972 ; Zanders, 1993) Work values have been linked 
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with a variety of individual behavior, including labour market participation 
(Feather, 1990 ; Lobodzinska, 1996), career choice ( Kalleberg & Stark, !993 ; 
Young, 1984 ; Zytowski, 1994 ) and work performance ( Swenson & Herche, 
1994; Vora, 1993). 
Values and Work in Practice 
The relationship between personal values and work activities make the 
subject of values interesting in the context of psychology. If one wishes to know 
how values would enhance or restrain occupational activities, directly or 
indirectly, one could profit from that knowledge in the optimization of work 
activity and its outcomes. Generally speaking, there are two main approaches to 
the optimization of work activity and outcomes. One is based on selection and 
allocation. Examples are: finding people with the appropriate values to do a 
certain job, choosing the proper job for people with given values and bringing 
together people with similar values. The other approach is to modify the values 
by means of educational or propagandistic interventions. Such modification can 
aim at the promotion of a particular profile of values or at greater homogeneity 
between people in a group. Both approaches are based on the general assumption 
that values in particular work values, have an effect on people's behavior at work. 
Values are considered to be motivating and thus to contribute to positive 
outcomes. Values congruence is supposed to reduce conflict and improve 
cooperation. 
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Review of the related literature impresses that value researchers have 
devoted little attention to the prediction of work activity as such. The most 
conspicuous exception at the individual level is research on the vocational 
choice. As a consequence, young people's values has been recognized to be 
important factors choosing the right occupation. Work Value Inventory ( 
Super, 19%) has been utilized in practical settings on a substantial scale. Yet 
our knowledge of the relative role of values compared to other variables such as 
interest, abilities, and educational qualifications and the contribution of value-
based choice is far from complete and calls for further research. In addition, there 
is some knowledge about values in the context of personal selection, but it is 
clear that in this domain values like interest have little power in predicting job 
success (Hunter & Hunter, 1984). 
There is yet little research evidence on the modification of values. 
Values are thought to be relatively stable and less malleable than attitudes. This 
probably explains why many interventions aim at changing attitudes rather than 
values. Nevertheless there are two domains in which policy-makers and change 
agents have tiied to bring about value change. One is the domain of family and 
work, where the focus has been on a fair division of work and household roles 
between men and women. The other is the domain of so called " culture change" 
programmes in organizations. Although values have yet been focal in most 
studies on family and work. There is little evidence to support his position (Roe, 
18 
1996 ; Vande Akker, Van de Arort,& Van de Elzen ,1994). Values, once 
established during socialization, are relatively enduring over the individual life 
course, and that what appears to be change in values is in part a reflection of 
value differences between successive generations exposed to different events and 
living conditions (Jepsen,I984 ; Krau,1989 ; Wijting, Arnold & Conrad, 1978). 
However, there is a distinct lack of clarity concerning the way in which people 
learn and the role played by generational differences ( Beeker, 1995). 
Natural change of values takes place under particular social 
conditions, such as the decline of" work ethics " among certain groups of people. 
There is some evidence that the difficulties young people in western societies 
meet in their early work career, including the experience of unemployment, may 
affect their work values ( Feather, 1990 ; Isralovitz & Singer, 1986 ; Judge & 
Bretz , 1992 ; O' Brien & Feather, 1990). In fact, people may re-evaluate the 
importance of work, which facilitates the adaptation to their personal situation, 
but at the same time impedes re-entry into employment. In such cases one might 
think of preventive interventions aiming at the creation of conditions that avoid 
such value change. Perhaps the most exciting theoretical development in the 
field of values and work, with great potential implications for practice, is the 
recent work by Frez & Earley (1993). Their " cultural self-presentation theoiy" 
deals with the question of how cultural factors, including values can account for 
the fact that managerial interventions such as , for example, goal setting , job 
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enrichment, quality-circles , performance-based pay, have differed so greatly in 
effectiveness. It postulates that workeis responses to such interventions depend 
on the effects they expect these interventions to have on the different facets of 
their 'selves'. 
The third important variable which has been taken into account for 
the present study is occupational stiess . Before, we discuss the term 
occupational stiess, it is important to look into the term stress. The term stress 
has a variety of meanings and interpretations to the people who use the word. 
Even the stiess experts do not agree on its definitions. Stress carries a negative 
connatations for some people, as though it was something to be avoided. Stress 
or the stiess response, is the unconcious preparation to fight or flight, that a 
person experiences when faced with any demands (Quick t^  Quick, 1984). A 
stressor, or demand, is the person or event that trigger the stiess response. 
Distress or strain differs to the adverse psychological, physical, behavioural or 
organisational consequences that may occur as a result of stressful events. 
There are four different approacb.es to defining stress : the 
homeostatic/medical, cognitive appraisal, the person fit, and psychoanalytic. 
These four approaches to stiess give us a more complete understanding of what 
stiess really is. Since the purpose of the present investigation is to study 
occupational stiess, it is therefore, desirable to give, the detailed account'of 
occupational stiess. 
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The four approaches to defining stress emphasize demands, or 
sources of stress, for people at work. We can organise these demands into the 
general categories of tasks demands, role demands, interpersonal demands and 
the physical demands. 
Occupational Stress 
Life in general more or less stressful, and stiess at work may 
eventually result in acute or chronic illness or in physical dysfunction. Exposure 
to occupational stress is one aspect, individual differences in coping the stress is 
another. Stress at work resulting from increasing complexities at work and its 
divergent task demands have become a prominent features of the modem 
organisations. 
Due to minute differences in the phenomenon of job stress, work 
stress, occupational stress and organizational stress, the experts' use this terms 
interchangeably. Organizational stress aiises out of organizational climate and 
structure. Job stress is the result of physical working conditions while 
experienced during the work performance of the employees. On the other hand, 
occupational stiess is used in broader way, which refers to the intrinsic aspects of 
jobs, organizational stioicture and climate as well as the role facets in the 
organization. Literature survey on occupational stiess reveals that there are 
number of factors related to job, effect the behavior of employees and as a 
result the nonnal life is disturbed (Maclean, 1974;Brief,Schuler, Van& Sell, 
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1981). All the above highlighted factors either related to employees, environment 
or are bom due to interaction of the factors related to employees and 
environment. A number of theories of human stiess (Pervin, 1968) and 
perfoimance (McGrath, 1976) are based on the programmatic view that behavior 
is a function of characteristic of a persons and environment (Lewin, 1935; 
Munay, 1938). Stress at work resulting from increasing complexities of work 
and its divergent demands have become a prominent and pervading features of 
the modem organizations. The researcher in the area of organizational 
psychology and management have used the tenn job stress to denote employees 
mental state aroused by job situation or a combination of job situation perceived 
as presenting excessive and divergent demands. Some stress researchers have 
emphasized the role of job situations in their definition of occupational stress. 
Caplan Cobb, and French (1975) defined occupational stress as " any 
chaiacteristics of job environment which poses a threat to the individual"Cooper 
Marshall (1976)have expressed that "by occupational stress is meant negative 
environmental factors or stressors associated with a particular job" 
But some other stress researchers have tried to define it in terms of 
interaction between worker and work environment. The stressfiilness of a job 
situation or a factors is detemiined not only by the divergent or threatening 
demands of the situation but by how the individual perceives and evaluates it 
with defines to his own capability and characteristics. The definition proposed by 
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Maigolis, Kores and Quinn (1974) falls in this category. They define stress as " 
a condition at work interacting with workers characteristics to disrupt his 
psychological or physiological homeostasis". Similarly, Beehr and 
Newman(1978) described job stress as "a condition wherein job related factors 
interact with the workers to change his psychological conditions such that the 
person is forced to deviate from normal functioning". Parasuraman and 
Alluto(1981) also reported that job demands , constrains, and job related events 
or situations were not in themselves stressful, but that they may be capable of 
producing psychological stress and strain, depending upon personal attributes 
and other factors. Allen, Hitt, and Green (1982)have defined "occupational stress 
as dismption in individual's psychological and physiological homeostasis that 
forces them to deviate from natural functioning in interaction with their jobs 
and work environment". Consistant with recent conceptulization, stress denotes 
the psychological state experienced by an employees when faced with demands, 
constiaints , and /or opportunities that have important but uncertain outcomes( 
Beehr & Bhagat, 1985; Schuler,1980). 
Model of Occupational Stress 
French, Rodgers and Cobb (1974) proposed the theoiy of Person-
Environment Fit perspective of occupational stiess. According to this theoiy poor 
fit or misfit between employee and his work and its environment results in stress 
and psychological and health strains. This theoiy is based on the assumption that 
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people vaiy in their needs, expectations and abilities just as jobs vary in their 
requirements , demands and incentives. When there is poor fit between the 
characteristics of the employees and of the jobs, person -environment fit theory 
predicts the employees well-being is affected. In this theory the fit is not 
unilateral, it is rather bilateral fit between employees and his jobs. Both should 
satisfy each other's demands or expectations. Poor or insufficient supply from 
either side would cause stress. One form of fit involves the discrepancy between 
the needs and aspirations of the employees and the supplies in the job and 
environment to meet his needs and goals. A good person -environment fit occurs 
when the supplies in the environment (i.e., money, supply from superiors and 
colleagues, opportunities to satisfy needs for affiliations, power and 
achievement) are sufficient to satisfy the motives of the employees. 
Person-Environment Fit theoiy emphasizes the causal relationship 
between misfit and strains. It involves the relationship between the requirements 
and demands of the jobs and the abilities of the employee to meet those demands. 
If the demands of the jobs exceed the abilities of the employees or do not match 
with the temperament and the interests of the employees, it will cause stress and 
results in psychological strain. If supplies for the motives of the person are 
threatened by discrepancies between demands and abilities, the individuals will 
experience stiess. 
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The degree of Person-Environment Fit can be determined 
objectively. Objective Person-Environment Fit refers to fit between the objective 
person and the objective environment,i.e.,fit independent of individual's 
perception of it. Subjective Person-Environment Fit refers to the fit between 
subjective person and subjective environment, i.e., the individual's perception of 
Person-Environment Fit. Person-Environment Fit represents the interaction of the 
person and the environment rather than an outcome which each cause. The 
central theme of the theory was that misfit of both kind results stress and threat to 
well-being of the focal employees. Harrison(1976) also accepted and proved 
validity of the Person-Environment Fit model of job stress. Ross and Altmair 
(1994) have also defined occupational stress in the Person-Environment Fit 
framework. According to them," occupational stress is the result of interaction of 
work conditions with characteristics of the worker such that demands of the work 
exceeds the ability of the worker to cope with these. McGrath has described 
occupational stress as an environmental situation perceived as presenting a job 
demand, which seems to exceed the capacity and resources of the employee to 
meet or deal with it. However, the nature and severity of occupational stress may 
be more adequately and conveniently understood observing physical symptoms, 
which occur in the employee under the condition of job stress. Beehr and 
Newman (1976) have outlined three categories of these symptoms. 
Psychological Symptoms : Those emotional and cognitive problems that occur 
under conditions of job stress. Psychological symptoms of occupational stress 
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include job dissatisfaction, disliking for the job, depression, anxiety, boredom, 
frustration, isolation and resentment. Having these problems, the employee in 
less, able to cope with job problems in ways that would improve his work 
conditions and enhance his mental outlook. 
Physical symptoms : Though it is difficult to know how much these physical 
symptoms have been caused by a particular job stress versus other aspect of 
employee's life, it has been established that consistent job stress links with 
certain physical symptoms and diseases. Among the common psychical 
symptoms of occupational stress are cardio vascular diseases, headaches, 
gastiointestinal problems, allergies and skin diseases. 
Behavioural Symptoms : The behavioral symptoms of Job stiess can be 
classified in two categories. The first category of the symptoms belongs to the 
organization. The employee entered symptoms aie avoidance of work, increase 
intake of alcohol and drugs, overeating or undereating, aggressions towards 
coworkers, family members and interpersonal problems in general. The 
organization related symptoms of job stiess include absenteeism, leaving the job, 
accident proneness and decrease in work efficiency. 
Sources of Occupational Stress 
Stress is experienced by almost all the people in all spheres of life, 
such as in the event of death of any relative, conflict between friends and family 
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members, failure in examinations and business/professional activities etc. but 
here, basically we are interested in those factors which are responsible for stress 
in organizational setting. These factors may be work, load, organizational roles, 
policies, politics, relationship among employees at both horizontal and vertical 
levels. Cooper and Marshall (1976) and McGrath (1976) pointed out the major 
sources of stress which can be categorized broadly as organizational structure 
and climate, factors intrinsic to the job, role in the organization; career 
development relationship at work. Role stiess is an organizational variable, 
which is the major occupational stress. Role stress can be referred to as a 
particular role in the organization to the extent to which the employee's 
expectations and organizational expectations match. Many systems of 
classifications have been used to discuss role stress. 
Kahn & Quinn (1970) classified role stress into three categories (1) 
expectation generated stress which includes role ambiguity and role conflict (2) 
expectation resources discrepancies, which includes role overload, responsibility 
authority dilemma & inadequate technical information; and (3) the third category 
is of role and personality. French and Caplan (1973) have indicated role 
conflict, role ambiguity and role overload as general types of role stress. Role 
conflict implies an incompatibility between job tasks, resources, rules or policies 
and other people (Nicholson & Goh, 1983). Role ambiguity is the state of 
uncertainty and lack of clarity regarding job duties and responsibilities (Kahn. et 
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al, 1964; Marshall & Cooper, 1979). So fai- as role overload is concerned, it has 
also been reported as an important source of occupational stress in which an 
individual is faced with a set of obligations requiring him to do more within a 
specified time limit (Sales, 1969). 
Many studies have revealed that role stress negatively conelated 
with satisfaction with pay, job itself, advancement, supervision, motivation and 
positively coirelated with anxiety, depression & resentment turnover, 
absenteeism etc. (Keller, 1975; Brief «fe Aldag, 1976; Caplan & Jones, 1970; 
Kahn et al. 1964; Johnson and Sarason, 1973; Singh, Agarwal, and Malhan, 
1981; Jagdish and Srivastava, 1983). Pareek (1983b & c) pointed out that 
recent researchers have been done only on three role stressors, namely, role 
ambiguity, role conflict and role overload, although he found many other role 
stressors in organization. These includes self role distance , inter role distance , 
role isolation, role ambiguity, role expectations, role conflict, resource 
inadequacy, role stagnation, role erosion and role overload. While Pestonjee 
(1991) identified four leading stressors namely, role erosion, role expectation 
and conflict, role isolation and inter-role distance. 
After having a prolonged discussion on stressors, it became 
important to highlight the contention expressed by Vanchon (1987), who 
conducted a study on executives and pointed out that role stress may occur not 
only during one's official professional job but may also result from the fact that 
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they are expected to continue their role when they are outside of the organization. 
, Vanchon's view provides a significant information that role stress does not only 
has its impact within the organization but also outside the organization i.e. in the 
family and other segments of socio-cultural conditions. This contention seems to 
get validated by Sen's (1981) study that concludes that women experience more 
role stress as compared to men. Akhtar & Vadra (1990) pointed out that there 
are many sources of stiess within the organization which are directly or indirectly 
related to the outside events. Amongst other factors, family and society has its 
greater impact such as illness of any family member, the conflict between the 
members of the family, family financial crisis etc. Cooper (1981) pointed out 
that stress at work can affect the individual in home as well as in society in which 
he lives. 
Here the phenomenon of occupational stress is specifically 
concerned in the work context. At this juncture it is necessary to clarify our view 
that role stressors themselves are the important major ingredients of occupational 
stress. Since role stiessors were more significantly observed, so it occupied its 
whelming position but later on these were incorporated in the broader concept of 
occupational stress. Therefore, the description of role stressors was not out of 
context. 
Available studies regarding the variables of occupational stress are 
the major concern. To measure occupational stiess, probably Srivastava & Singh 
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(1981) are among a few people who invented a device, a psychometiic test 
known as "Occupational Stress Index" . The Occupational Stiess Index 
comprised twelve stressors. A large number of studies in Indian context have 
been witnessed that occupational stress still occupies a major place in the areas 
of organizational behavior for psychologists, managers, supervisors and 
specifically of HRD specialists. 
Jagdish (1983) pointed out that large numbers of studies are available 
in the context of occupational stress. He tried to link occupational stress in 
relation to job satisfaction and mental health on the samples of first level 
supemsors. He reported that with the exception of responsibility for persons 
factors of occupational stress. All other eleven stressors are significantly 
impaired supervisor's job satisfaction. Moreover , he also reported that 
employees job satisfaction are significantly moderated relationship between 
occupational stiess and mental health. Very few attempts have been made to 
study stiess experienced by the employees across the various job levels in the 
organization. (Khanna, 1985 ; Bhasker, 1986 ; Singh, 1987). Most of the 
researchers have studied occupational stress from the pathological point of view. 
Although, occupational stress plays a vital role in any organization and it is 
found to be highly associated with absenteeism (Gupta and Beehi", 1979; 
Morgolis, Kores and Quinn, 1974), and job satisfaction ( Miles, 1985 ; Beehr, 
1976; and Pestonjee and Singh, 1982) . Taylor and Congoni (1988) examined 
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occupational stress research and concluded that psychological factors can affect 
job satisfaction, work adjustment, work attitudes, and overall well-being in the 
work environment. 
In one of the studies. Bason (1998) described potential sources of 
occupational stress comprising (1) factors intrinsic to job (11) role in the 
organization, and (111) organizational stiucture and climate. Few studies on 
occupational stiess have been reported in last few years. Allen & Fry (1987) 
found sex as moderator variables in establishing occupational stress, 
organizational effectiveness and relationships. Singh (1990) found significant 
negative conelation between social support and various sub-scales of 
occupational stiess viz., job satisfaction, organizational stress and somatic 
distress. High levels of perceived social support were found to be associated 
with low level of perceived occupational stress. 
Ganeshan & Johnson (1992) studied occupational stress and health. 
On the basis of the finding they emphasized that organizational groups and the 
supei-visors in the lower range experienced career stiessors, but these stressors 
were indicative of a possible casual relationship to physical and psychological 
symptoms and to the physiological indicators of stiess. A new look of research in 
the area of occupational stress have indicated that stress at work are many which 
can be broadly put under the broad categories of organizational, environmental, 
and individual factors. 
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Consequences of Occupational Stress 
The tenvi 'stress' has been generally represented as an undesirable 
and a negative force causing dismption in psychological and physiological 
homeostasis of the focal person. In the situation of severe stiess, human 
constitution and capacities are taxed severely and his overall effectiveness is 
distorted. Majority of stress researchers have concluded that stress gives rise to 
negative emotional experiences causing significant deterioration in individuals' 
adjustment, behavior effectiveness and health. The nature of the response to 
stress was first studied by Walter Cannan (1914) and in mid-1920s by Hans 
Selye. These two psychologists have made significant contribution to the 
understanding of stress response and the effects of its mismanagement. More 
recently there has been an important focus on the health consequences of stress 
in die work place, both out of concern for individuals and organizations. This 
concern is founded on the idea that the intense or persistent stimulation of the 
stiess response can result in a host of health problems. Stress may arouse the 
individual for improving performance and problem solving, but starts hampering 
perfonnance when its intensity reaches a disruptive level, which varies with the 
characteristics of the focal person and the task being performed. 
Physiological consequences of stiess include increase in serum and 
cholesterol levels, blood pressure, heart rate, adrenaline levels and respiratoiy 
rates. With prolonged high level of stiess a variety of psychosomatic disease may 
occur. Various dimensions of job behavior such as performance, job satisfaction, 
absenteeism and turnover are also affected by the stiesses of job life 
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Chapter-Two 
^cvletw of the delated 
Studies 
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Studies on Personal (Individual) Values 
Tlie study conducted till recently relate directly or indirectly to the 
values or value patterns either in general or to teachers and other semi-
professionals. When believed in perspective, it is observed that for the 
puipose of the study taken up at present, the studies related to the various 
occupational groups offer greater relevance. Though there are ample studies 
conducted from time to time on the values or value patterns of different 
occupationals like teachers, educators, administrative staffs and other 
occupational groups. But very few pertain to school administrators. However 
attention has been given to as many studies as would pertain to the research 
problem in hand. 
Prince (1957) examined the relationship between personal values and 
administiative effectiveness in the school situation. He foimd that older 
teachers were more traditional than younger teachers. The study by Abbott 
(1960) revealed entirely opposite picture wherein it was found that older 
clerks were more emergent in their values than their younger counter parts. 
Ghiselli (1968) found that manager's personal values correlated from .25 to 
.30 with criteria of their effectiveness. He also found that personality traits 
and motivational factors did interacted to determine the job success of leaders. 
Few investigations have been attempted to find a relationship 
between values and teachers behaviour. One such study was conducted by 
Bowie (1962) who found that teacher verbal behaviour in classroom was 
influenced by his value pattern as identified by Allport-Vemon-Lindzey study 
33 
of values. Slie categorized the teacher verbal behaviour in terms of role taking 
process (feeling tone) and ideational content (ideas expressed) which implied 
a theoretical structuring. 
Locke (1976) distinguished between needs and values. He considers 
needs to be objective "biological" existing regardless of an individual desires. 
Values however are subjective and represents what a person desires at either 
the conscious or subconscious level. Locke's theory states that fulfillment of 
job , values give pleasure provided these values are compatible to one's needs. 
Blumberg and Greenfield (1980) reported that the elementary and 
secondaiy school teachers were entirely dedicated to personal values. They 
would always reflect such values in their interaction with students and other 
personnel in the school. Although they were confronting with almost similar 
problems, their approaches in dealing with them were different and would 
certainly come out successful. Hence it can be said that there is not only a 
single best approach in overcoming problems rather a variety of them but 
conformity to personal values hold special significance. 
Singh (1979) in his study examined certain myths held by academia 
and management professionals regarding prevalent values of managerial 
community in India. The study took up occupational goals values where the 
emphasis was placed on the prevalent managerial occupational goal values. It 
was concluded that in the public sectors there is high authoritarian decision 
making culture and parental background, lower management to evaluate the 
existing educational leadership with regards to dimensions of initiating and 
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low age group are more security prone than their counter parts. Desire to 
"social status" and prestige occupies higher rating in autocratic culture. 
Preference for exercising-control. and authority is valued more highly from the 
autocratic culture and authoritarian parental group. Relationship between the 
culture of decision making units and value profiles helped to conclude that 
culture can be divided into two categories—autocratic and benevolent, 
autocratic and consultative and democratic. The finding shows that 
occupational values are significantly related to the individual's background 
factors (experience, age, position in the organizational hierarchy etc.). Chance 
to earn a good deal of money 'security/stability' and 'exercise of control' was 
assigned a considerably low position across all the dependent variables. 
Contraiy to this, the desire for non-monetary elements is valued higher. 
Ryan, Watson and Williams (1981) in their study used personal value 
questionnaires administered on 122 female and 130 male managers in both 
private and public sectors. Results revealed significant differences between 
female and male managers relative to the relationship between managerial 
values and managerial success. 
Palmer, Veiga and Vora (1981) repots a cluster-analytic aptitude to 
develop value profiles as a techniques for identifying value similarities in 
managerial sub-groups. Results from 74 Indian and American managers show 
that dominant value profiles were present and these value profiles helped 
explain variances in decision preferences. 
Lobo (1983) in her investigation aimed at studying teachers 
competency and value system, investigating teachers concept of values and 
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pupils concept of values, making an in depth study of the values chosen in 
relation to institutional efficiency and effectiveness, and making an in depth 
study and developing school profiles in terms of institutional effectiveness. 
The investigation involved a pre-pilot study of three secondaiy English-
medium schools followed by a pilot study of five schools in Baroda and 
Gandhinagar. The obtained data were analyzed through content analysis and 
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descriptive approaches. The major findings were found more relevant with 
faith, goodness, and competence. Teachers whose value system manifested a 
coreness achieve a relatively higher degree of institutional efficiency. 
Noorhead and Nediger (1991) in their recent study tried to prove the 
hypothesis that a principal can be represented by a value based model in 
which beliefs and values leads to goals., thereafter to activities (and 
constraints) and finally to outcomes. They took up four secondary school 
principals, who had an established reputation as effective leaders. The model 
is conceptualized as consisting of a set of four states, values, goals, behaviors 
and outcomes, which can be presented foiinally by a Markov chain. It was 
found that each of the principal hold significantly different value sets. The 
principal's values, principles and tiaits were major personal motivating 
influences that indicated what degree of enthusiasm. The analysis found thai 
the four principals behavior and values indicate that each administered his^er 
school, according to their personal values that indeed differ from each other. 
However, it was also found that it does not matter which values are 
emphasized as long as it does not violate the values of that society, as long as 
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there is an understanding between the principals values and those of the 
community. All the four principals held some values which differed from 
those of the others, and consequently undertook a different set of tasks, all 
with some degree of success. The particular value set is evidently not as 
important as the fact that all principals met the minimum requirement to be 
member of a particular society and the principal's values were a subject of 
those held by that society. 
Ramachandran et al. (1976) reflected some curiosity to know the 
prevalent managerial values and styles in India. No comprehensive work 
regarding leadership value and value pattern have so far been done except by 
Blumberg and Greenfield (1980) and Nadigar and Moore (1991) in abroad 
and Sr. Stella Anne Lobo (1983) and Kumar (1986) in India. On the whole it 
may be said that very limited studies have been conducted on values or value 
patterns associated with leadership styles specially on school academic 
administiators have conducted 
Kulshrestha (1970) compared the values of in service and pre-school 
teachers with regards to their socio-economic status and teaching efficiency. 
He concluded that pre-school teachers are much more interested in power and 
less interested in social and religious values. In service teachers consider 
social and religious values are more important. Efficient teachers, trained oi 
untrained scored the same values structures. Inefficient in service teachers arc 
more religious in values. 
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Dhartle et al. (1964) in an attempt to integrate values into models oi" 
organizational behavior quantified values of the three organizations— 
Business fmns, military services, and public high schools. Three resulting 
orthogonal factor structures were compared and contrasted. Factors scores 
conelated significantly with biographical data. They conclude that factor 
scores can be used for various kinds of predictions. An attempt in the 
direction of importance of values on organizational behavior. A value as 
predictors of success in organizations has to stand the test of the time. 
Sikula (1973a) in a study of values and value system of governmental 
executives administered Rokeach's Value Survey to 54 male federal 
government executives. Medians and rankings for the 18 terminal and 
instrumental values are presented. The value profile indicated that subjects 
gave the highest priority to the goals of family security self-respect, a sense of 
accomplishment, freedom, and equality. The lowest goal priorities included 
pleasure, and comfortable life. The instiumental values of honesty, 
responsibility, capability, helpfulness and self-control were rated highest. 
While the lowest ratings include obedience and politeness. The use of 
Rokeach's Value Survey in selection and placement procedures in tiaining and 
development and in detennining compensation is considered. 
Sikula (1973b) in a study of values and value systems of industrial 
personnel managers administered the Rokeach's Value Survey to 59 personnel 
managers of industrial coiporations. All subjects held positions of upper oi 
middle managerial responsibilities and had atleast of two years of experiences 
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in personal work. Results were compared with previous studies of other 
managerial and employees groups. Personnel managers were found to hold 
values generally similar to other managerial groups, except for ambition, 
logical, forgiving, hannony, and wisdom which they valued more highly than 
any other managerial groups. Managers in general attach more importance to 
security and decomm than industiial workers. 
England (1974) while investigating the value systems of managers has 
considered the following assertions and implications . (1) Personal value 
system influences a manager's • perception of situations and problems he 
faces.(2)Personal value systems influence manager's decisions and solution to 
problems. (3) Personal value system influences the ways in which a managers 
looks at other individuals and groups of individuals than they influence 
interpersonal. (4) Personal value system influences the perception of 
individuals and organizational success as well as their achievement.(5) 
Personal value system sets the limits for the determinants of what is and whal 
is not ethical behavior by managers. (6) Personal value system influences the 
extent to which a managers accepts or resists organizational pressures and 
goals. (7) Some personal value system may contribute to managerial 
peifonnance, some may be inelevant and some may be antiethical to 
achievement efforts. 
A personal value system is viewed as a relatively pennanent perceptual 
framework which shapes and influences the general nature of an individual 
behavior. Values aie similar to attitudes, but aie more ingrained, peiinanenl 
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and stable in nature, they are also more general and less tied to any specific 
relevant than is the case with many attitudes. Personal value questionnaire of 
England was administered on 878 US, 301 Austialian, 500 Indian and 312 
Japanese managers. The recent evidence suggests the following general 
findings and conclusions. (l)There is reasonably strong relationship between 
level of success achieved by managers and their personal values. (2)Although 
there are countiy differences in the relationship between values and success, 
the finding across the four countiies are similar.(3) The general pattern 
emerging from the study indicates that more successful managers appear to 
favour pragmatic, dynamics, achievement oriented values. While less 
successful managers prefer more static and passive values. More successful 
managers favour an achievement orientation and prefer an active role in 
interaction with other individuals instrumental to achievement of the 
managers organizational goals. Less successful managers have values 
associated with a static and protected environment in which they take 
relatively passive roles. 
England et al. (1974) in their study of value systems of Indian 
managers have reached the following conclusions. (I) The Indian managers 
holds concept of organizational efficiency, productivity, job satisfaction, 
stability and success as important. (2) As a group they place high emphasis on 
personalism and egoistic concepts. However, compared with this, there is a 
relatively low self-evaluation. (3) They aie concerned with prestige, dignity 
and security. (4) Groups of people in an organizational environment do not 
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play a significant role in their value systems. Greater emphasis is placed by 
their competence and compliance and when dealing with other people. (5) All 
Indian managers value stable organization with minimal or steady change. 
(6)They place high relevance on political values. (7) Young managers are 
more pragmatic. (8) There are marked differences in the value systems of 
Indian managers from region to region. 
Tagiuri (1965) used Allport-Vemon-Lindzey study of values held by 
scientists in industries, executives and managers of research personnel. The 
values of these three groups were not as different as the members of the 
groups seems to thing. As the three groups of the subjects belong to the elite 
groups of the organizations , one cannot expect any differences amongst 
them. 
Studies on Work-Related Values 
Work values, being the primary source of workers satisfaction and 
dissatisfaction in job, have since long been the focal point of interest, 
especially of the industrial psychologists. Many studies have been reported in 
research literature on this problem. Some of them sought to find out relative 
importance of work values. Some attempted to determine relationship 
between work values and workers characteristics; Some tried to ascertain 
factorial structures, and sought to find out occupational differences related to 
work values. 
One of the pioneering attempts to investigate the relationship between 
work values and job satisfaction was done by Shah (1969) at Columbia 
University. She notes that a review of the Indian and American literature 
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showed that Super's 15 work values were the important values that people 
sought to satisfy in their work in both India and America. Three major 
hypotheses were formulated and tested in her study. (1) Overall job 
satisfaction varies directly with the extent to which specific work values are 
perceived as satisfied as work. (2) The more important the specific values, the 
more closely the satisfaction of these values is related to overall job 
satisfaction and (3) The relationship between work values satisfaction and 
overall job satisfaction is a function of the extent to which work is expected to 
satisfy specific values. Failure to find satisfaction for work values which work 
is expected to satisfy affects overall job satisfaction more strongly than does 
the non-satisfaction of values which the worker does not expect to satisfy. 
This study was done in India involved a sample of 200 Indian clerks 
and 26 Indian Engineers. Super's work value inventoiy found to be the most 
adequate instiument available to measure work values was adopted for use in 
India. The finding revealed that work values and expectation regarding work 
value satisfaction of satisfied and dissatisfied clerks and engineers indicated 
that the differences found depended on the particular work situations. Being a 
pioneer in relating work values and job satisfaction sample has been selected 
from different professional groups and results are analyzed in view of the 
work values expectation. Work values expectations have a beaiing on human 
relations. 
Bhattachaiya (1973) in a study on work value systems of different 
occupational groups administered Super's Work Value questionnaire to 112, 
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22-40 years old employees in a variety of jobs ranging from sweepers to 
scientific personnel. An economic return was ranked lowest and security 
received the highest importance by all groups. The other studies cleariy 
revealed that the significant differences in the work values and value systems 
prevailing in different occupational groups. An understanding of differences 
will enable the management to plane effective work groups and increase the 
efficiency. 
Friedlander (1965) in a study of comparative work value system has 
compared the prepotency of growth needs in relation to deficiency needs in 
the work environment across three status levels in white collar and blue-collar 
occupations. Task orientated opportunities for' self-actualization is of prime 
importance to white-collar workers with social environment of paramount 
values to blue-collar workers. Only minor variations in work values were 
found across adjacent status levels, although status and occuj)ational levels 
interact with work characteristics with differential effects upon value 
hierarchies. This study is an attempt to analyze the relationship between 
values and needs in the lights of Maslow's theoiy of needs. This study has 
also brought out the differences in values hierarchies of employees at 
different levels. 
Bhattacharya (1973a) in a study of work value systems of different 
occupational groups selected 112 non-gazetted Indian government employees 
in 21 different jobs and intei-viewed them with Super's Work values 
questionnaires consisting of 15 variables placed on 5 point Likeit type scale to 
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access occupational value systems. Intellectual stimulus , security and way of 
life were identified to be significant indicators of work value systems 
mentioned by different occupational groups 
Ganesh and Malhotra (1976) have conducted an extensive research 
on 300 Indian managers in industiies with Super's work value survey. They, 
in their study of work values of the Indian managers, have come to the 
conclusions (1) The Indian managers generally holds confirmistic values . (2) 
They are duly conscious and are willing to accept personal responsibility. (3) 
They have a relative importance towards their own existence, the exceptions 
being their need for security and stability for which they are willing to 
subordinate all other values. (4) They hold the concept of selflessness as 
important but also give as much importance to the organizations responsibility 
to their employees. (5) They show manipulative tendencies as long as it does 
not contradict confirmation concepts. (6) The level of management has very 
little to do with their value system 
Dinesh (1977) investigated the problems of perception of work 
values in teaching and certain non-teaching occupations. He concluded that 
teacher effectiveness and satisfaction on psychological rewards in teaching 
are related variables. Further, that increased effectiveness bring about 
increases satisfaction with psychological factors in teaching 
Knoop (1982) examined the influence of work values on the 
relationship between leadership behavior and sub-ordinates satisfaction in 363 
college and university instructors. Based on path-goal theory of leadership, it 
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was hypothesized that (a) subordinates who are people oriented would see 
considerate but not structured leadership behavior as a source of satisfaction, 
and (b) supervisors who have self-expressive value orientations would view 
structured rather than considerate leadership behavior as satisfactoi-y. Work 
values did not seem to moderate the relationship between leader's behavior 
and satisfaction of subordinates. 
Kumar (1986) in his study aimed at studying the relationship between 
principals work values and their administiative effectiveness, studying the 
relationship between principal's attitudes and their administrative 
effectiveness, studying the relationship between principal's self-concept and 
their administrative effectiveness and studying the relationship of work 
values , attitudes and self-concept of principal's combined together with their 
administiative effectiveness. The finding of the study were (I) work value of 
the principals was found significantly related with their administrative 
effectiveness (11); power based work values and job freedom based work 
values were found to be relevant aspects of effectiveness administrations; (111) 
principal's attitudes towards teachers, students and ministerial staffs was 
found to be a contributing factors in their administrative functioning; (IV) 
self-concept was not significantly related to administiative effectiveness; (V) 
self-concept combined with confidence was found to be a significant predictor 
of administrative effectiveness; (VI) principal's work values, attitudes and 
self-concept combined together were found to be significantly related with 
their administiative effectiveness; (Vll) the combined relationship of work 
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values and attitudes with administrative effectiveness was found to be 
significant at .05 levels; (VIII) similarly the relationship of work values and 
self-concept with administrative effectiveness was found significant at .05 
levels. 
Weiss (1978) in his study used social learning theory to examine the 
process of employees personal values change in organization, especially the 
relationship of model and observer chaiacteristics to value similarity was 
studied. Sample consisting of 141 first level supervisors and 58 high level 
supemsors with each member describing his/her work values. Similarity in 
values was then related to indicate of the supervisor's consideration, 
competence and success with the organizations. Results indicate that 
supemsors consideration was positively coirelated with value similarity for 
the sample. Supervisor success and competence were positively coirelated 
with similarity for only powers with low self-esteem subordinates. Results are 
discussed in ternis of the role defining infonnation provided by models with 
various characteristics. 
Studies on Occupational Stress 
The third variable of this study is the occupational stress. The stiess 
of job life develop negative and positive attitudes about various aspects of job 
in the employee which ultimately generate the feeling of job satisfaction and 
dissatisfaction in the employees. The relationship between job stiess and job 
satisfaction was initially examined by Kahn and his associates (1964).They 
reported that job stress arising from role conflicts, role ambiguity, and role 
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overload result in a significant deterioration in job satisfaction of the focal 
employees. 
After the pioneering research of Kahn and his associates, numerous 
studies have been conducted to examine the relationship between these two 
job variables. Rizzo, House, and Lirtzman (1970) in the sample of managers, 
engineers and official assistants and Joshi and Joshi (1970) in the sample of 
school teachers obsei"ved significant negative relationship between role 
stiess(role conflict and role ambiguity) and job satisfaction. In several other 
studies also inverse relationship between role stiess and job satisfaction was 
noted, however, role ambiguity was observed to be comparatively more 
effective in causing deterioration in job satisfaction of the employees. 
Keller (1975) noted that role conflict and role ambiguity were 
differently related to various dimensions of job satisfaction. Role conflict was 
negatively related with satisfaction with supervision, pay, and promotion, but 
not with co-workers and work itself Caplane, Cobb, and Franch (1975), 
reported that stresses arising from underutilization of skills and abilities, low 
participation in decision making ,job insecurity, and poor social support from 
supei-visors and co-workers cause dissatisfaction. Bedian and Armenakies 
(1981) conducted a path analytical study of the consequences of role conflict 
and role ambiguity. The analysis revealed that though role stiess negatively 
relates to job satisfaction, the strength of the relationship lies through the path 
of inteifering variables rather through a direct relationship. 
Jagdish (1984) and Srivastava and Jagdish (1986) reported that stiess 
arising from various aspects of job, such as role conflict, role ambiguity, role 
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overload, under participation, intiinsic impoverishment, poor peer relation, 
unprofitability, insecurity, group pressures, supei-visoiy styles etc., negatively 
conelate with employees job satisfaction. Walshok (1981) examined the sex 
difference in the degree of negative relationship between job stress and 
satisfaction. The results indicated that women and men showed quite different 
levels of job satisfaction for the same jobs. The working women were found 
more satisfied with their jobs as compared to the male. 
Srivastava and Krishna (1991) have confirmed the inverted 'U' 
shaped relationship between job stress and performance in the sample of the 
technical personnel of a locomotive industry. Pestonjee and Singh (1987) also 
reported that job stress positively correlates with job satisfaction of the 
managers in private sector organizations. Tosi and Tosi (1974) investigated 
the relationship between role conflict and role ambiguity and various 
measures of job involvement in the sample of high level managers. The study 
yielded negative correlation between role ambiguity and role conflict and the 
measures of job involvement. It was also suggested that organizational level 
be taken into account when studying the relationship between these two 
variables. 
In another study, Srivastava and Sinha (1983) examined the effects of 
ego-stiength and job involvement on the experiences of role stress (i.e; role 
overload, role conflict and role ambiguity) in the sample of middle 
managements personnel. The results of the study indicated that high level of 
ego-stiength and job involvement mitigate the employees 'role stiess arising 
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from role overload and role ambiguity.Job involvement was found to be 
significantly negatively coirelated with role overload and role ambiguity, but 
not with role conflict. 
In an extensive study Srivastava (1990) examined the relationship 
between occupational stiess and job involvement of the employees operating 
in public and private sector organizations. It is apperant that all the twelve 
dimensions of occupational stress negatively conelates with job involvement 
of the employees in public sector organizations. The result also specified that 
stress caused by role ambiguity correlate ( negatively) most intensively to job 
involvement of the employees in public sector organizations. On the other 
hand , no significant correlation could be found between occupational stress 
and job involvement of the employees belonging to private sector 
organizations. The results enable us to conclude that employees job 
involvement remains unaffected of their perceived job stress in private sector 
organizations. 
In a study, role conflict was obseiTed to be positively correlated with 
threat and high anxiety Tosi and Tosi (1970) and Rizzo and his associates 
(1970) noted a positive relationship between role stress and anxiety, tension 
and fatigue. In another study of working women, Hall and Gorden (1973) 
found that role conflicts leads to the feeling of unhappiness. Stress caused 
from role conflicts was reported to be positively correlated with threat, 
anxiety, and tension ( Hanmer &"Tosi, 1974; Brief & Aldag, 1976). In further 
studies, role ambiguity was found to be conelated with low-self-esteem 
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(Caplan & J one, 1975; Beehr, 1976). Gavin and Axelrod (1979) documented 
positive relationship of role conflict with anxiety, depression and iiritation 
among managers. Christopher (1982), out of his study on middle managers , 
noted a significant positive correlation between role conflict and physical and 
psychological strains leading to a deterioration in psychological health. 
In a study Srivastava (1983) examined the relationship of role stress 
and mental ill health in a sample of white - collar employees. The study 
revealed that stiess aiising from role ambiguity and role conflict positively 
conelates with various symptoms of neurotism, such as free floating anxiety, 
obsessive compulsive neurosis, phobia neurosis, neurotic depression and 
somatic concomitants of anxiety. 
Gavin and Axelrod (1977) have noted that work overload provides 
high anxiety and irritation among the focal employees. Martin (1984) in his 
investigation concluded that role overload predicted acute and chronic mental 
problems. Rod and Herbert (1984) reported role overload to have a replicable 
positive relationship with mental health and problems. Cooper and Roden 
(1985) in their study on a sample of tax officers noted that qualitative and 
quantitative work overload was a major cause of poor psychological health of 
the subjects. Inverse relationship between stress of role overload and 
psychological well being was observed by Jagdish and Srivastava ( 1989) in 
their study of a sample of technical supemsors. 
In a study on the sample of school teachers Galloway (1984) found 
high conelation between occupational stress and mental ill health. Revieki 
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and May (1985) reported that occupational stress exerted a direct effect on 
depression of the employees. In a study on a large sample of blue-collar 
workers, Frese (1985) noted that objective conditions of work stress 
influenced the development of subjective stiess and psychosomatic 
complaints. 
In an extensive study, Srivastava ( 1990) examined the relationship 
between occupational stress and mental health in two separate samples of the 
employees of public and private sector organizations. Besides the relationship 
between job stiess and health, the study revealed the moderating effect of the 
nature of the organization on the relationship of the two. 
Srivastava & Bhatt (1971) and Crown & Crisp (1966) noted that the 
conelational analysis of occupational stress and mental ill heatli of the public 
sector employees. Results revealed significant positive relationship between 
all the dimensions of occupational stress, excepting the stress of responsibility 
of persons and various symptoms of mental ill health. The obtained 
coefficients of correlation indicate that overall occupational stiess 
experienced by the public sector employees explained 17.64 percent variance 
in their mental ill health. The results also indicate that employees' 
occupational sness caused maximum variances in their symptoms of free-
floating anxiety, phobic neurosis and neurotic depression. The analysis also 
revealed that employees stress arising from unsatisfactory monetaiy gains and 
benefits accounts for maximum variance (10.24 percent) in their mental ill 
health followed by the stress arising from the feeling of powerlessness (8.31). 
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Job stress has also been found to be positively related to job 
satisfaction of the managers of private sectors organizations. (Pestonjee & 
Singh , 1967) Mathew (1986) has advocated that particular types of stresses 
are essential for being creative. In their study Srivastava and Singh (1987) 
noted positive relationship between stiess arising from responsibility for 
persons and psychological well-being in a sample of Banking and insurance 
supei"visors. 
Research Objectives 
The main objectives of the present study are to : 
• To examine the difference between the mean scores of teachers and clerks 
for occupational stress and its different factors. 
• To examine the difference between the mean scores of teachers and semi-
professionals for occupational stress and its different factors. 
• To examine the difference between the mean scores of clerks and semi-
professionals for occupational stress and its different factors. 
• To examine the difference between the mean scores of teacheis and clerks 
for personal values and its different factors. 
• To examine the difference between the mean scores of teachers and semi-
professionals for personal values and its different factors. 
• To examine the difference between the mean scores of clerks and semi-
professionals for personal values and its different factors. 
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• To examine the difference between the mean scores of teachers and clerks 
for work-related values and its different factors. 
• To examine the difference between the mean scores of teachers and semi-
professionals for work-related values and its different factors. 
• To examine the difference between the mean scores of clerks and semi-




The present study was statistically designed in accordance of the 
aims and objectives of the study. The main objectives of the study were : (1) 
to examine the occupational stress among teachers, clerks and semi-
professionals, (11) to examine the effect of sex, age and experience on 
occupational stiess among teachers, clerks and semi-professionals, (111) to 
study the personal value system among teachers, clerks and semi-
professionals, (IV) to examine the role of sex, age and experiences in the 
personal value system among teachers, clerks and semi-professionals, (V) to 
study the work-related value among teachers, clerks, and semi-professionals, 
(VI) to examine the effect of sex, age and experiences on work-related values 
among teachers, clerks and semi-professionals. These objectives necessitated 
investigator : (a) to draw an appropriate sample of subjects representing the 
various occupational groups undertaken for the study in present research, (b) 
to use appropriate tools for measuring occupational stress, personal values 
and work-related values, (c) to select suitable statistical techniques for 
analysing the data. 
Sample : Stiatified random sample was canied out in the present study. 100 
teachers, 100 clerks and 100 semi-professionals were randomly selected from 
various colleges of University of Delhi. Thus the total strength of the sample 
was 300. In the process of sampling, care was taken that the sample must 
include male and female, young and old, and high and low job tenures 
teachers, clerks, as well as semi-professionals. Subject whose age was less 
than 35 yrs. was considered as younger and the subject of the age above 45 
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yrs. was considered as older. As far as job experience is concerned, the 
subjects having more than 10 yrs. of job experience were classified into high 
job tenure category and the subjects having less than 5 yrs. of job experiences 
were classified into low job tenures categoiy. After having tested each 
subjects for occupational stress, personal values, and work-related values, the 
scores on these three variables were classified firstly into male-female 
categoiy, secondly into young-old category, and finally into high-low job 
tenure categoiy. In this way each main groups was sub-classified on the basis 
of sex, age and length of experience. In the sample of 100 teachers, there were 
64 males and 36 females, 48 youngers and 52 olders, and 57 highly 
experienced and 43 low experienced subjects. In the sample of 100 clerks, 
there were 57 males and 43 females, 64 youngers and 36 olders, and 68 highly 
experienced and 32 low experienced subjects. In the sample of 100 semi-
professionals, 63 males and 37 females, 74 younger and 26 olders and 81 
highly experienced and 19 low experienced subjects. 
Instruments : Three instruments were used for the purpose of this study. 
Occupational Stress Index: Srivastava and Singh (1981) developed the 
Occupational Stiess Index to measure the extent of stress in employees. The 
scale consists of 46 items with five alternative responses. Out of 46 items, 28 
are "true keyed" and 18 are "false keyed". The item relates to almost all 
relevant components of the job life which cause stiess in some way or the 
others, such as ro/e overload, role ambiguity, role Conflict, unreasonable 
group and political pressure, responsibility fl)r persons, under participation. 
55 
poM'cHassness, poor peer relation, intrinsic impoverishment, low status, 
strenuous worlcing conditions, and unprofilabiliiy. The reliability index 
ascertained by split half (odd-even) method and Cronbach's alpha-coefficient 
for the scale were found to be .935 and .90,respectively.Validity of the 
occupational stress was determined by conelating scores on it with the scores 
on the measures of other organizational variables. 
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Each item is rated 1 (strongly disagree) to 5 (strongly agree). A place 
is provided against each statement for the respondents. Each statement is to be 
answered on 5-point scale. According to the Srivastava and Singh person with 
higher scores on this scale indicates the higher level of stress and the person 
with lower scores on this scale stands for lower level of stress. The person 
would be perceived as high level of occupational stress with regards to 
particular items. Thus a person is classified on a continuum from "more 
occupational stress" to "less occupational stress". The scores range from 1 to 
5 with corresponding qualitative categories are presented below. The scoring 











/iasic Value Survey: An abbreviated version of the Schwartz Value Survey 
comprising 44 single values, chosen to cover the comprehensive set of ten 
value types (Schwartz, 1992) was used. Respondents rated the importance of 
each value as a guiding principle in their life on a 5-point scale from "not at 
all important" (O) to "veiy much important" (4). Respondents chose the most, 
and least important value in order to anchor their use of the response scale 
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There are ten values : Power, Achievement, Hedonism, Slimulalion, 
Self-Pireciion, Universalism, Benevolence, Tmdilion, C 'onjormlly, and 
























Scoring was done separately for each sub scale as instiucted by 
Schwartz, therefore minimum score was 0 and maximum score was 17() for 
this scale Space was provided against each items to obtain the response from 
the subject. A person could have stronger values and weaker values as per the 
iionns of this scale. Reliability are almost high ranges from 0.59 to 0.68. 
Cronbach's alpha coefficients of reliability for the index of the value types 
ranged across the three samples as follows: Power, .59-.64: Achievement, 
.66-.69: Hedonism, .64-76: Stimulation, .70-80; Self-Direction, .53-65; 
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Universalism, .70-.78; Benevolence, .66-.72; Tradition, .56-.69; Conformity, 
.63-.68; Seciuity, .60-71;. The reliability is reasonable in view of the small 
number of items in each index. 
IVork Value Survey: Super's (1996) 'Work Value Survey' was used to 
measure individual work values within the organization. Ten items, 
represented five types of work values which are : (1) Social (2) Extrinsic (3) 
Prestige (4) Intrinsic and (5) Mixed. This work value survey is 4 point scale, 
respondents rated each items on a scale from 1 ( very important) to 4 ( not at 
all important) in response to the question. How important is each of the 
following to you in choosing an occupation. The scores range from 1 to 4 








Not at all Important 
Thus the total scores range from 0 to 40 was possible on the above 
scale. As per the scoring system of the scale a low score show high 
importance and vice-versa. After every possible effort, the investigator 
decided to assess reliability and validity himself. The split half (even odd) 
method was adopted to determine the reliability of the scale. It was found to 
be .82. riie content validity of the scale was determined on the basis of 
opinion of few judges. 
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Procedure : The subjects were tested individually. In the beginning, care 
was taken to remove the apprehensions of subjects regarding the study. Most 
of them thought that it was a government project and they would get some 
monetary benefit by participating in it. However, it was clarified that the 
survey was purely for research puipose and was not affiliated to any 
government agency. Subjects were also assured about the confidentiality of 
their responses and were requested to extend their cooperation. Most of the 
infonnation was elicited on a 5-point scale and 4-point scale. In order to 
facilitate the respondents understanding and prevalent confusion about the 
scale, instructions were clearly mentioned in the beginning of the scale. Each 
respondents on an average took approximately thirty minutes to fill up the 
questionnaires. 
Statistical Techniques : The data collected from the three groups of 
subjects, namely teachers, clerks and semi-professionals, were scored and 
analyzed for finding out the pattern of personal values, work-related values 
and occupational stress among the teachers, clerks and semi-professionals. 
The Mean and Standard Deviation (SD) for all the sub scales of basic value 
survey, work-related values and occupational index were calculated, t-test 
were computed to examine differences between the mean scores of male and 
female, younger and older, and the subjects having high job tenures and low 
job teiuitcs on personal values, work-related values and occupational stress. 
Duncan's Mean Test was also used to find out the F-value among the scores of 
three j.u()u|)s (teachers, clerks and semi-professionals). 
f^ 1 
Chapter - Four 
^Results and Discussion 
In tlie present research, there were three dependent variables viz. Personal 
values, work-related values and occupational stress, and four independent 
variables - namely i.e., type of occupation, gender, age, and job tenure. In view of 
the main objectives of the research the data obtained from these four categories of 
occupational groups were analysed for occupational stiess, personal values and 
work-related values as well as for the different facets of these four dependent 
variables. These findings are presented in two parts. 
In the Part-I the comparison of main occupational groups viz. Teachers, 
clerks and semi-professionals for occupational stress scores, personal value scores 
and work-related value scores are presented. 
In the Part-II the comparison of sub-groups of the main gioups viz. 
Males/females, youngers/olders and high/low job tenures teachers, clerks and 
semi-professionals are presented for all the three dependent variables. 
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Part-I 
Table-1 : Comparison between the three groups of respondents on 
occupational stress variables. 



























































































































































TabIe-2: Comparison between the three groups of respondents on 
personal values variables. 






























































































































































Table-3 : Comparison between the three groups of respondents on work-
related values variables. 



































































































Table-1 indicates the level of significance of differences across each 
variables of occupational stress between each groups (100 teachers, 100 clerks, 
and 100 semi-professionals) of respondents. It was seen that group-I differed 
significantly from group-II on responsible for persons (F= 16.67), poor peer 
relation (F=44.10), and strenuous working conditions (F=4.96). While from 
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group-Ill on responsible for person {¥=\6.61), powerlessness (F=8.98), poor peer 
relation (F=8.98), impoverishment (F=44.10), low status (F=6.19), strenuous 
working condition (F=4.96), and unprofitability (F=54.07). Group-ll differed 
significantly from group-Ill on responsible for person (F= 16.67), powerlessness 
(F=8. 98), poor peer relation (F=44.10), low status (F=6.19), unprofitability 
(F=54.07), and overall occupational stress (F=2.77). As a whole it was found that 
all the three groups differed significantly from each other with regards to 
responsibility for person and poor peer relation. 
Group-1 differed significantly from group-II on power (F=5.20), 
achievement (F= 19.92), hedonism (F=7.79), universalism (F=4.54), and 
conformity (F=5.73). While group-I differed significantly from group-Ill on 
achievement (F= 19.92), hedonism (F=7.79), universalism (F=4.54), and 
conformity (F=5.73). Significant differences between group-II and group-Ill were 
found for stimulation (F=2.54) (cf Table 2) only. 
Table-3 shows the level of significance of the differences across each 
factor of work related-values between all three groups of respondents (teachers, 
clerks, and semi-professionals). It was obsei^ ved that group-I differed significantly 
from group-II on extrinsic work values (F-4.42). Significant differences across any 
work related-value dimensions were not observed between group-1 and group-Ill 
.(Group-ll differed significantly from group-Ill on mixed work-related values 
(F=3.24) only. 
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Teachers as compared to clerks perceived more occupational stress for 
responsibility for persons. By profession the teacher is a responsible person. In the 
process of teaching, the responsibilities of the teachers are far greater than the 
responsibilities of the clerks in his professions. A clerk simply require to follow 
the line of action given by his superiors. His main duties include record preparing, 
record maintaining and receiving and dispatching the documents etc. While, on the 
other hand, the responsibilities of the teachers are largely concerned with the 
career developments of the students and shaping their futures. Besides teaching in 
the classroom, a teacher is also concerned with the pass/fail, outcome of the 
students as well as to control the behavior of the students in order to make them an 
ideal person. These factors leads to the more feeling for the responsibilities for 
persons. It can be observed here that the demands of the situations are exceeding 
the resources of the system available to the teachers. Whatsoever is expected from 
a teacher, the resources available to him are quite less than the expectations. 
According to the transactional perspectives of stress event or situation is not 
stiessful itself. It becomes a source of stiess only when the focul person appraises 
it as to exceed his capability to deal with it (e.g. Lazarus & Lunier, 1978; Lazarus 
&Folkman, 1984). 
Semi-professionals perceived more occupational stress as compared to 
teachers and clerks for responsibilities for persons. In the sample of present study, 
most of the semi-professionals includes technical staff e.g. lab attendants, data 
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entiy operators etc. These persons are comparatively resourceless and supposed to 
discharge their duties in more efficient maimer. That is why they perceived more 
stiess as compared to others. This finding may again be interpreted m tlic light of 
tiansactional model of stress which emphasizes that whenever demand exceeds 
resources it creates stiess. McGrath (1976) has also defined stress as "an 
environmental situation perceived as preventing a demand which threatens to 
exceed persons capacities and resources for meeting it, under conditions where he 
expects a substantial differentiate in the rewards and the costs for meeting the 
demands versus not meeting it". The semi-professionals perceived more stress as 
compared to teachers and clerks for powerlessness factor of occupntional stress. 
Needless to say that semi-professionals who is resourceless persons may have a 
feeling of powerlessness as compared to teachers and clerks working in various 
colleges. According to Srivastava and Singh (1981) feeling of powerlessness is a 
major source of occupational stress. 
Teachers as compared to clerks and semi-professionals perceived more 
occupational stress because of poor peer relations. Finding shows that mutual 
cooperations among the colleagues is found more in clerks and seirii-prolrssionals 
as compared to teachers. Secondly clerks perceived more occupational sdess as 
compared to semi-professionals because of poor peer relations. The llnding again 
shows a higher level of understanding with the colleagues in clerical professions 
as compared to semi-professionals. 
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Semi-professionals perceived less occupational stress bt-caiisc of Ihe 
intrinsic impoverishment as compared to teachers and clerks. The finding snt^ gcsts 
that semi-professionals perceived that they have "got ample opportunities to utilize 
their abilities and to develop their attitudes and proficiency properly. Semi-
professionals perceived more stiess as compared to teachers and clerks because of 
the low status. A teacher and clerk working in colleges obviously feel his status 
high as compared to a semi-professional who is doing job work in contractual 
basis. 
Teachers as compared to clerks and semi-professionals perceived less 
occupational stress for strenous working conditions. The finding shows that 
teaching in the classroom is not so streneous as doing clerical and technical jobs. 
The working conditions in govt, colleges aie congenial to the teachers while it is 
streneous for the clerks. 
Semi-professionals as compared to clerks and teachers perceived more 
occupational stress because of the unprofitability.The finding suggested that the 
economic return against service is adequate for teachers and clerks working m the 
imiversity. While it is not sufficient for the semi-professionals. Semi-prolcssionals 
feel that whatever they are earning against their job is not adequate according to 
their nature of the job. 
On the overall occupational stress scale, non-significant diUcrciiccs 
were found between teachers and clerks and between teachers and semi-
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professionals. But semi-professionals experience a high level of occupiilional 
stress as compared to clerks, it may be due to unprofitability, slreneous working 
conditions, low status, powerlessness and feeling for responsibilities lor persons. 
In the present study, the semi-professionals scored high for llicsc faclois of 
occupational stress. 
For overall personal values, non-significant differences wore lound 
between teachers and clerks, between teachers and semi-prol'cssionals, and 
between clerks and semi-professionals. All the three groups of the subject viz. 
teachers, clerks, and semi-professionals exhibited more or less same piefcreniial 
order of the personal value system. Universalism which includes understanding, 
appreciation, tolerance, and protection for the welfare of all people and lor nature 
was placed on top priority by all tlie thiee groups of subject. The licdonisni which 
includes pleasure and sensuous gratifications for oneself was placed at (he lowest 
level by all the subjects. Teachers, clerks, and semi-professionals respectively 
placed power on 9"', 8"' and 8"' position, achievement on 7"', and (>"' position, 
stimulation on 8"\ 9"' and 9"' position, self-direction on 3'^ 2"^ 8"' position, 
benevolence on Z"'', 3"* and 2""^  position, tradition on 6"\ 5"' & 5"' position, 
conformity on 5"', 6"' & 7"' position, and security on 4"', 4"' & S"" position. 
Although the universalism was placed on T' position in the personal 
value system by all the three groups of subject, significant dilTerciice was 
observed between teachers and clerks and between teachers and scnn-
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professionals. Teachers as compared to clerks ahid:semi-professionals j^ ave more 
importance to universalism. The finding suggested that teachers are more desirous 
for understanding and appreciation and gave more'value to the protection for the 
welfare of all people and for nature, as compared to clerks and semi-professionals. 
Hedonism on the other hand, was placed at the lowest level in the value system by 
all the three groups of the subject. However, significant difference was observed 
between teachers and clerks, and between teachers and semi-professionals. 
Teachers in comparison of clerks and semi-professionals gave more imporlance to 
hedonism. Among the teachers, clerks and .semi-professionals, pleasure and 
sensuous gratification was found to be more important for teachers. 
The power which includes social status and prestige and control and 
dominance over people and resources is less prefened by teachers as compared to 
the clerks. It may be due to the fact that teachers have some more power and 
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authorities than the clerks. Their status is also rather high and being <t f i^iidcof 
Students they can dominate over other easily. That is why, in comparison of the 
clerks teachers were found less desirous for power. Insignificant difference was 
found between teachers and semi-professionals, and between clerks and semi-
professionals with respect to the importance for power. 
The achievement which refers to the personal success thmugh 
demonstrating competence according to social standards was also found lo ho less 
preferred by teachers as compared to clerks and semi-professionals. Ihc nalun-of 
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the profession of the teachers is of such type that they show ihcir'coinpciciicv in 
fiont of a group of people in a usual manner. While such opporlunily is less 
available to the clerks and semi professionals. That is why clerks :IIKI scini-
professionals gave more importance to personal .success through demonstration of 
competence. 
In the preferential order of the value system 'stimulation' was more or 
less equally preferred by teachers, clerks and semi-professionals. Teachers placed 
stimulation at 8t'' position while clerks and semi-professionals placed it :ii 9''' 
[losition. But the mean score obtained by teachers was not significantly clillerent 
from the mean score obtained by clerks and semi professionals. The ehiks and 
semi-professionals placed stimulation at the same position, but the mean score 
obtained by clerks was significantly higher than'the mean score obtained by semi-
professionals. The finding suggested that clerks as compared to (he semi-
professionals gave more importance to stimulation which includes excilemeiU, 
novelty and change in life. 
With regards to the self-direction, insignificant difference was luiiiul 
between the mean score obtained by teachers, clerks and semi-professionals. Willi 
regard to the preferential order of the value system, these three groups tirsiili|ecls 
differ with each other with respect to the self-direction which IIKIIIIICS 
independent thoughts, action choosing, creativity and choosing own gojils Clerks 
placed self-direction on 2'"* position, teachers on 3"^ position, and seiiii-
professionals placed it at 4"' position. 
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Uciicvolence which includes preservation and enhancement ol" the 
welfare of people with whom one is in personal contact was found on moic or less 
>imilar position in the value system of teachers, clerks and semi-professionals. 
Teachers and semi-professionals placed it on 2'"' position, while clerks placed it on 
•"' position. The mean scores obtained by these three groups of subjects was found 
to be insignificantly different with each other. It shows that teachers, clerks, and 
semi-professionals attached same importance to, the benevolence. With respect to 
the tradition, insignificant differences between the mean scores obtained by 
teachers, clerks and semi-professionals were observed. The order of preference of 
teachers for this value was different from the clerks and semi-professionals, 
teachers placed it at 6"' position while clerks and semi-professionals placed at 5"' 
position in the hierarchy of value system. Since the difference in mean score was 
insignificant, it may safely be concluded that teachers, clerks and scmi-
professionals are equally traditional. They give equal importance to the acooptance 
of the customs and ideas provided by traditional culture, social .system and 
religion 
With respect to the confonnity, teachers were found to bi- reliable 
different Irom the clerks and semi-professionals. Teachers placed 'conruiuiiiy' on 
'•'' position, while clerks and semi-professionals placed it on 6"' and 7"' position 
icspectivciv the hierarchy of their value system. The mean scoics oblaiiicd by 
teachers Idi conformity was also significantly higher than the mean scutes 
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obtained hy clerks and semi-professionals. The finding indicated thai IcaclKis as 
toinpaicd lo clerks and semi-professionals attached more importance lo pi)lili.iioss, 
obedience, sell-discipline and respect for parents and elders. 
The 'security' that includes safety, harmony, and sljibilily ol 
relationship and social order was found to be equally prefened by llic leachers, 
tierks and senti-professionals. The mean scores obtained by these llnee groups ol 
subjects was found insignificantly different with each other. In (he piclcicnlial 
order of the value system, teachers and clerks placed it at 4"' position, while si-ini-
professionals placed it at 3'^ '' position. 
riie overall work-related value system was not found lo be diU'cicut 
among leachers, clerks and semi-professionals. The work-related values includes 
five major categories like social work-values, extrinsic work values, intrinsic work 
\'alues, prestige work values and mixed work values. The mixed woik-rclaled 
values refers to the opportunity for occupational advancement.- All the llnee 
{'.roups of the subject viz. Teachers, clerks and semi-professionals, placeil it al top 
jiriority. 1 he mean scores obtained by teachers was not significantly diffeiciit liom 
clerks and semi-professionals. But the semi-professionals attached more value to 
the mixed work-related values as compared to the clerks as the mean scoies of 
semi professionals was significantly less than the mean scores of clerks. In this 
scoring system, less scores show more importance and vice-versa. 
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The extrinsic work-related values was found on 2"^* position in the 
preferential order of the value system of the teachers, clerks and semi-
professionals. Teachers scored significantly less than the clerks while maintaining 
the similar position of extrinsic work-related values to clerks and semi-
professionals, the finding show that teachers gave more importance to the good 
salary, the working condition and job security. 
With regard to intrinsic work values, insignificant difference exist 
between teachers, clerks, semi-professionals. The intrinsic work values involve 
intrinsic satisfaction such as pleasure in a specific activity and the accomplishment 
of specific ends. All the three groups of subjects prefer intrinsic satisfaction after 
the economic return from the job (extrinsic value) as they placed it at 2"** position. 
It is obvious that if economic return from the job is not adequate, no one can think 
about the intiinsic satisfactions. Finding of the present study tend support to this 
assumption. The prestige was also equally prefeired by teachers, clerks, and semi-
professionals. In the work related value system the prestige refers to the highly 
valued work and authority to make discussion over people. Prestige is undoubtedly 
important to eveiy individual at work place, but opportunities for career 
advancement, economic return fiom the job, and intrinsic satisfaction is more 
important. 
The social values in the work related value system was also found to be 
equally important for teachers, clerks, and semi-professionals. An organisation is a 
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social system. Beside formal relations, workers also maintain social relations with 
each other. The social pressure imples to cooperate the coworkers. But such 
activities comes at the lowest level in the hierarchy of work related value system 
of the employees. All the three groups of subjects-teachers, clerks, and semi-
professionals placed social values on 5*'' and last place. The mean score for social 
values obtained by these three groups of subjects was also found insignificantly 
different with each other. The overall findings of the present study elucidated that 
first and foremost concern for every employee is the opportunity for career 
advancement, then he seek adequate economic return fi-om the job. After that the 
person will require intrinsic satisfaction and than prestige will also be needed. 
Cooperation with the coworkers is not the need of a person, rather it may be a 
desire aroused by the social situation. That is why the social values at work place 
are least prefened by the individual. 
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Part -11 
Table-4 : Comparison between the mean scores of male and female teachers 
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Table-5 : Comparison between the mean scores of male and female teachers 



























































































Table-6: Comparison between the mean scores of male and female 























































Table-7: Comparison between the mean scores of male and female clerks 












































































































Table-8 : Comparison between the mean scores of male and female 



























































































Table-9 : Comparison between the mean scores of male and female clerks 






















































Table-IO: Comparison between the mean scores of male and female 













































































































Table-11 : Comparison between the mean scores of male and female 


























































































Table-12: Comparison between the mean scores of male and female 























































Table-13 : Comparison between the mean scores of Younger and Older 












































































































Table-14 : Comparison between the mean scores of Younger and Older 



























































































Table-15 : Comparison between the mean scores of Younger and Older 























































Table-16 : Comparison between the mean scores of Younger and older 













































































































TabIe-17: Comparison between the mean scores of younger and older 


























































































Table-18 : Comparison between the mean scores of younger and older 























































Table-19: Comparison between the mean scores of younger and older 












































































































Table-20 : Comparison between the mean scores of younger and older 


























































































Table-21 : Comparison between the mean scores of younger and 

























































Table-22 : Comparison between the mean scores of high job tenures 















































































































Table-23 : Comparison between the mean scores of high job tenures 





























































































Table-24 : Comparison between the mean scores of high job tenures 


























































Table-25 : Comparison between the mean scores of high job tenures and 

















































































































Table-26 : Comparison between the mean scores of high job tenures 






























































































Table-27 : Comparison between the mean scores of high job tenures 


























































Table-28 : Comparison between the mean scores of high job tenures and 

















































































































Table-29 : Comparison between the mean scores of high job tenures 





























































































Table-30 : Comparison between the mean scores of high job tenures 

























































Results indicated that the male teachers scored higher than their female 
counterparts on role overload, role ambiguity, role conjlict, unreasonable group 
c^  political pressures, responsible for person, under participation, powerlessness, 
poor peer relation, low status, unprofitability, and overall occupational stress. 
Whereas on impoveiishment and strenuous working conditions female scored 
higher than the male teachers. Male teachers scored significantly higher than the 
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female teachers on role ambiguity (t = 2.33, P<.05), poor peer relation (t = 1.99, 
P<.05) and overall occupational stress (t = 2.21, P<.05) (Cf. Table 4). 
Significant differences were not found to exist between male and female 
teachers on any dimensions of personal values (Cf Table 5). Male teachers scored 
higher than their counterparts on power, achievement, hedonism, benevolence, 
tradition, conformity, security, and overall personal values. The mean scores of 
female teachers were higher than the male teachers on stimulation, self-direction, 
and universalism. 
Male and female teachers did not differ significantly on extrinsic (t = 
2.17, P<. 05) work values. Further it was seen that male teachers obtained higher 
mean scores on intrinsic and mixed work values, whereas the female teachers 
obtained higher mean scores on social, extrinsic, prestige, and overall work values 
(cf Table 6). 
Male clerks as compared to female clerks perceived significantly higher 
occupational stiess (t = 2.18, p < .05) with respect to unprofitability dimension. 
Further it was obsei"ved that male clerks scored higher mean on role overload, role 
ambigt4ify, role conflict, responsible for person, under participation, 
powerlessness, poor peer relation, impoverishment, low status, strenuous working 
conditions, unprofitability, and overall occupational stress. Female clerks scored 
higher mean on unreasonable group & political pressures only. Significant 
difference was found between male and female clerks on achievement dimension 
(t = 2.18, p < .05) of personal values (cf Table 7). 
103 
Table 8 shows a comparison between the scores of male and female clerks 
for personal values as well as for different factors of it. The female clerks scored 
significantly higher than the male clerks for the achievement factor of personal 
value. Remaining other comparison did not reach to .05 level of significance. 
Significant differences were not found between the male and female 
clerks on any dimensions of work values. Male clerks scored higher mean on 
social, extrinsic, prestige, intrinsic, mixed, and overall work values (cf Table 9). 
Males semi-professionals perceived significantly more occupational stress 
(2.45, P< . 05) than the female counterpaits on responsible for persons (t = 2.45, p 
< .05) . Male and female semi-professionals did not differ significantly on 
unreasonable group & political pressures, responsible for persons, under 
participations, powerlessness, low status, and unprofitability. On role overload, 
role ambiguity, role conflict, poor peer relation, impoverishment, and strenuous 
working condition and over all occupational stiess, female semi-professionals 
scored higher (cf Table 10). 
No significant differences were found between male and female semi-
professionals on any factors of personal values (cf Table-11). It was observed that 
male semi-professionals obtained higher on achievement, hedonism, universalism, 
conformity, and security and overall personal values. Whereas the female semi-
professionals obtained higher on power, stimulation, self-direction, benevolence, 
and tradition. 
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Male semi-professionals obtained higher than their counter parts on 
social, extrinsic, and intrinsic work values, whilst the female semi-professionals 
obtained higher than their counter parts on prestige, and niixed work values. 
Further the overall mean scores were slightly higher in male semi-professionals 
rather than in females (cf Table 12). 
Table-13 shows that there is no any significant differences found between 
younger and older teachers with respect to any factors of occupational stress. 
Younger teachers obtained higher on role ambiguity, role conflict, powerlessness, 
impoverishment, low status, strenuous working condition, and unprofltability and 
overall occupational stress, while the older teachers obtained higher on role 
overload, unreasonable group & political pressures, responsible fi}r persons, and 
under participation. 
Table-14 that younger teachers scored higher on achievement, self-
direction, universalism, benevolence, and security while the older teachers scored 
higher on power, hedonism, stimulation, tradition, and conformity. Overall mean 
scores for overall personal values were observed slightly higher in younger groups 
rather than in older one. 
It was observed that no any significant differences existed between 
younger and older teachers with regards to any other factors of work related-value. 
Younger teachers obtained higher on social, extraneous, and overall work-related 
values, whereas the older teachers scored higher on prestige, intrinsic, and mixed 
work related- values (cf Table 15). 
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It was observed in Table 16 that younger clerks scored significantly 
different score for responsible for persons on occupational stress scale (2.58, p < 
.05). Younger clerks scored higher for role conflict, impoverishment, and 
unprofitabiliiy. Whereas the older clerks scored higher on role overload, role 
ambiguity, unreasonable group & political pressures, responsible for persons, 
under participation, powerlessness, poor peer relation, low status, strenuous 
working conditions and overall occupational stress. 
Table-17 shows that significant differences were observed between 
younger and older clerks with regards to benevolence (t = 2.88, p < . 05) only. By 
and large younger clerks scored higher on stimulation, universalism, benevolence, 
tradition, conformity, security and overall personal values, while the older clerks 
scored higher on power, achievement, hedonism, and self-direction. 
It was observed that significant differences existed between younger and 
older clerks on social work related-values (t = 1.98, p < .05). Younger clerks 
obtained higher on social, and prestige and overall work-related values, whilst the 
older clerks obtained higher on extrinsic, intrinsic, and mixed work-related values 
(cf Table 18). 
Table 19 reveals that younger semi-professionals are significantly 
different from their counter parts on under participations (t = 2.18, p < .05), 
siremiotis working conditions (t = 1.99, p < .05), and overall occupational stress (t 
= 2.78, p < .01). Younger semi-professionals obtained higher on role overload. 
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role amhigiiily, role conflict, unreasonable group c^  political pressures, 
responsible for persons, under participation, poor peer relation, low status, 
strenuous working conditions and unprofltability whereas on impoverishment and 
powerlessness, older semi-professionals scored higher. 
Table-20 shows that significant differences did not exist between younger 
and older semi-professional with respect to any dimensions of personal values. 
Younger semi-professional got higher mean on power, achievement, and 
conformity, while the older semi-professionals got higher mean on hedonism, 
stimulation, self-direction, universalism, benevolence, tradition, and security and 
overall personal values. 
Significant differences were not observed between younger and older 
semi-professionals on any factors of work related values. It was observed in table 
21 that younger semi-professional obtained higher on social, and intrinsic work 
related-values, whereas tiie older semi-professionals scores higher on extrinsic, 
prestige, mixed and work related-values. 
Significant differences were not found between the teachers having high 
job tenures and low job tenures with regards to any factors of occupational stress. 
Teachers having high job tenures got higher on role ambiguity, unreasonable 
group & political pressitres, under participation, powerlessness, impoverishment, 
low status, strenuous working conditions, unprofltability and overall occupational 
stress, while the teachers having low job tenures got higher on role overload, role 
conflict, responsible for person, and poor peer relation (cf. Table 22). 
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Table-23 shows a significant difference on power motive (t = 1.98, p < 
.05) was perceived between the teachers having high job tenures and the teachers 
having low job tenures. Further it was obsei^ ved that teachers having high job 
tenures obtained higher on self-direction, universalism, and benevolence, while the 
teachers having low job tenures obtained higher on power, achievement, 
hedonism, siimulalion, tradition, conformity, security and overall personal values. 
Significant differences were not found on any factors of work related-
values between the teachers having high job tenures and the teachers having low 
job tenures (cf table-24). Teachers having high job tenures scored higher on 
extrinsic, and intrinsic work related-values, while the teachers having low job 
tenures scored higher on social, prestige, mixed and overall work related-values. 
Table-25 shows that the significant differences were not existed between 
clerks having high job tenures and the clerks having low job tenures with regards 
to any factors of occupational stiess. Further it was seen that the clerks having low 
job tenures obtained higher on role overload, role ambiguity, role conflict, 
unreasonable group & political pressures, responsible for person, under 
parlicipalion, powerlessness, poor peer relation, low status, strenuous working 
condition^ unprofitability and overall occupational stress. Whereas, their counter 
parts obtained higher scores on impoverishment. 
Table 26 elucidate that the clerks having high job tenuies differed 
significantly from their counter parts with regards to benevolence (t = 2.57, p < . 
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05) personal value. Further, the mean scores for unlversalism, benevolence, 
tradition, and overall personal values was found to be high among the clerks 
having high job tenures. Whereas the mean scores for power, achievement, 
hedonism, stimulation, self-direction, conformity, and security were found to be 
high among the clerks having low job tenures. 
We found in table 27 that significant differences existed between high job 
tenure and low job tenure clerks with respect to social (t = 1.99, P < . 05) work 
related-values. Further it was found that the clerks having high job tenures 
obtained higher on social, extrinsic, prestige, intrinsic and overall work related-
values. Whereas their counter parts obtained higher on mixed work related values. 
It was observed that the semi-professionals having high job tenures were 
significantly different from their counter paits with regards to role overload (t = 
2.01, P< . 01), and overall occupational stress (t = 2.42, P < .05) (cf Table 28). It 
was further seen that the clerks having high job tenures scored higher on role 
overload, role ambiguity, role conflict, unreasonable group & political pressures, 
responsible for person, under participation, poor peer relation, low status, 
strenuous working conditions, unprofitability and overall occupational stress, 
whereas the semi-professionals having low job tenures scored higher on 
powerlessness, and impoverishment only. 
A perusal of Table-29 reveals that there was non significant difference 
between high and low job tenure semi-professionals on any dimensions of 
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personal values. Though the semi-professionals having high job tenures obtained 
higher on achievement, hedonism, stimulation, and benevolence, while the semi-
professionals having low job tenures obtained higher on power, self-direction, 
universal ism, tradition, conformity, security and overall personal values, this 
difference was not statistically significant. 
Significant differences were not found between these two groups on any 
dimensions of work related-values (cf. Table-30). Semi-professionals having high 
job tenures obtained higher for social value only, whereas the clerks having low 
job tenures obtained higher on extrinsic, prestige, intrinsic, mixed and overall 
work related-values. But these differences were also not statistically significant. 
Male teachers scored significantly higher than the female teachers for role 
ambiguity, on occupational stress scale. The role ambiguity occurs because of the 
vai7ing and higher order expectations of the superiors from their subordinates. In 
an organisational setting, a male employee is expected to play more roles than the 
female, because of our social traditions and norms. In Indian societies, people are 
generally sympathetic to the female and expect lesser role to be performed by 
them for the socio-cultural values and certain other restrictions. On the other hand, 
the higher order expectations are associated with the male employees, that is why, 
they feel more role ambiguity leading to the feeling of occupational stress. As the 
situation to play the role is more uncertain before them as compared to their 
female counteipaits, the male teachers were found more stressful for role 
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ambiguity in comparison to the female teachers. The finding indirectly land 
support to the findings obtained by Keller (1975) and Walshok (1981). The result 
of the study of Walshok (1981) indicate that women are more satisfied with their 
jobs as compared to male. The low level of job satisfaction leads to the feeling of 
more stiess (Keller, 1975). The male teachers as compared to female teachers, 
being less satisfied with their job because of role ambiguity may feel more 
occupational stiess. 
Male teachers scored significantly higher than their female counterparts for 
poor peer relations on occupational stress scale. The high degree of occupational 
stress because of the poor peer relations among male teachers may be attributed to 
the political factors in the organisations. The male person has to face more 
political rivaliy in the organisations as compared to the females. The poor peer 
relations among the male teachers may also be interpretated in terms of the 
relation of job satisfaction with occupational stress. On the average, the male 
persons are less satisfied with their job as compared to the female persons which 
in turn may lead to the poor peer relation (e.g., Jagdish, 1984; Srivastava & 
Jagdish, 1986). 
Male teachers scored higher than the female teachers for overall 
occupational stress. The high degree of occupational stiess among the male 
teachers may be attributed to the fact that male persons are less satisfied with their 
job (Walshok, 1981). The low level of job satisfaction leads to the high degree of 
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occupational stress (i.e. Bedian & Armenakies, 1981; Keller, 1975; Jagdish, 1984; 
Srivastava & Jagdish, 1986). 
Non-significant differences existed between male and female teachers with 
regard to role overload, role conflict, unreasonable group and political pressure, 
responsibility for persons, under participation, powerlessness, intrinsic 
impoverishment, low status, straneous working conditions and unprofitability 
facets of occupational stress. 
Male clerks scored significantly higher than the female clerks for 
unprofitability on occupational stress scale. Feeling of stress due to unprofitability 
occurs when the person feels too busy with official work and, he is not able to 
spare sufficient time to the domestic work and personal problems, and the person 
is assigned risky and complicated tasks (Srivastava & Singh, 1981). It is the 
general phenomenon that male clerks in any organisational setting are required to 
stay in late hours in the office as and when the need arises. The female clerks are 
usually free from such type of responsibilities, because of socio-cultural values of 
our societies. The risky and complicated task are also assigned to the male persons 
rather than female. For this reason, the male clerks scored higher than their female 
counteipaits for unprofitability on occupational stress scale. 
Non-significant differences existed between male and female clerks with 
regards to role overload, role ambiguity, role conflicts, unreasonable group and 
political pressures, responsibility for persons, under participations, powerlessness. 
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poor peer relation, intiinsic impoverishments, low status, stieneous working 
conditions, and overall occupational stiess. 
Male semi-professionals obtained significantly higher scores than their 
female counteiparts for responsibility for persons on occupational stress scale. 
Cooper & Marshall (1976) in their study found that responsibilities for persons is a 
potential stressor. Increase responsibility for people frequently meant that one has 
to spend more time on interacting with others, maintaining, coordination, 
attending meetings, and in consequence more time in trying to meet deadline 
pressure and schedules. There is a large number of evidence that females are less 
interactive than the male persons, because of the high degree of interaction. Male 
semi-professionals feel more stress caused by responsibility for persons as 
compared to their female semi-professionals. 
Male and female semi-professionals did not differed significantly with 
respect to role overload, role ambiguity, role conflict, unreasonable group and 
political pressures, under participation, powerlessness, poor peer relation, intrinsic 
impoverishments, low status, streneous working conditions, unprofitability and 
overall occupational stress. Non-significant difference was observed between 
younger and older teachers for overall occupational stress as well as other facets of 
occupational sness scale. Younger and older clerks did not differ significantly 
with respect to role overload, role ambiguity, role conflict, unreasonable group and 
political pressures, underparticipations, powerlessness, poor peer relation, intrinsic 
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impoverishments, low status, streneous working conditions, unprofitability, and on 
overall occupational stress. 
Older clerks obtained significantly higher score than their younger 
counteiparts with regards to 'responsibility for persons' factor of occupational 
stress. Studies shows that feeling for responsibilities for persons is a potential 
stressors. The older clerks because of their sincerity and seniority may face a 
number of obligations requiring them to do more within a specified time limit. The 
responsibilities for persons include more interaction with others and maintaining 
coordination which may lead to feeling of stress. The finding lend supports to the 
findings of Cooper and Marshall (1976) in which they observed a link between the 
physical stress and the level of responsibility for persons. 
Non-significant differences were observed between younger and older 
semi-professionals with regards to role overload, role ambiguity, role conflict, 
unreasonable group and political pressures, responsibility for persons, 
powerlessness, poor peer relations, intrinsic impoverishment, low status and 
unprofitability. 
Younger semi-professionals scored significantly higher than the older semi-
professionals for underparticipation, streneous working conditions, as well as for 
overall occupational stress. Underparticipation refers to the low degree of 
involvement in the process of decision making. In every organisations the higher 
level management frequently sought the cooperation of some employees in solving 
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the administrative and other problems. A large number of employees do not 
participate in this process. These employees may have a feeling of 
undeiparticipation. It is generally observed that older adults are more involved in 
the process of decision making while the younger adults aie not given due 
importance. Sometimes it also happens that the functions are performed by some 
one else and credit goes to those persons who are involved in the process of 
decision making. Such situations leads to the role erosion which is a potential 
stiessors (e.g., Pareek,1981). The youngers semi-professionals may also have 
inadequate resources performed the functions expected from them. Thus their 
working conditions may become streneous leading to the occupational stress. 
The job tenure has no differential effect on overall occupational stress nor it 
affects any factors of it. The teachers with high and low job tenure perceived more 
or less same occupational stress. The job tenure of clerks did not have any effect 
on overall occupational stress nor it affects any facets of it. The job tenure of semi-
professionals has significant effects on role overload factor of occupational stress. 
The high job tenure of semi-professionals leads to high occupational stress for role 
overload. 
The job tenure of semi-professionals also affected significantly the overall 
occupational stress. The high degree of occupational stress is associated with the 
high job tenure among the semi professionals. Role ambiguity, role conflict, 
unreasonable group and political pressures, responsibility for persons. 
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undeiparticipation, powerlessness, poor peer relations, intrinsic impoverishment, 
low status, streneous working conditions and unprofitability factors of 
occupational stress were not related with the job tenures of semi professionals. 
Male and female teachers did not differ significantly for personal values. 
Nor any significant difference was found for any other dimensions of personal 
values. Non-significant differences were obsei-ved among male and female clerks 
for personal values as well as different dimensions of personal values except 
achievement. Female clerks scored significantly higher than the male clerks for 
achievement factor of personal values. 
Non-significant differences were observed between male and female semi-
professional for overall personal values as well as different facets of it. Non-
significant differences were obtained between younger and older teachers on 
overall personal values as well as other facets of it. Younger clerks did not differ 
significantly from older clerks with respects to over all personal values as well as 
any other dimensions of it except benevolence. 
Younger clerks obtained significantly higher score than their older 
counteipaits for benevolence factor of personal values. It simply shows that the 
younger clerks gave more values to the preservation and enhancement of the 
welfare of the people with whom they are in frequent personal contact. They are 
more helpful, honest, loyal, and responsible as compared to the older clerks. Non-
significant differences were found between younger and older semi- professionals 
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for overall personal values as well as for any other factor of it. The overall 
personal values of the teachers were not found to be affected by their job tenures. 
The different factors of the personal values except power were also not found to be 
affected by the job tenures of the teachers. 
The job tenure has differential effect on 'power' factor of personal values 
among teachers. The low job tenure teachers scored significantly higher than their 
high job tenure counterparts for power on personal value scale. It simply indicated 
that the teachers gave more importance to power at the initial stage of their 
service. The highly experienced teachers have various inherent powers and 
authority, organisational as well as personal, among themselves, because of their 
experiences. Being a senior teachers they may have a good command over their 
subject matter and at the same time the educational institute may provide them 
certain responsibilities and authorities. For this reason, the students and their 
junior colleagues pay more regards to them. That is why in their value system the 
power factor comes at the lower level as compared to junior teacher. Non-
significant differences were observed between high and low job tenure clerks for 
overall personal values as well as for different factors of personal values except 
benevolence. 
High job tenure clerks were found more benevolent than their low job 
tenure counteiparts. This finding appeared to be contradictory to one of the above 
finding in which it was observed that younger clerks are more 'benevolent' than 
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the older clerks. A high job tenure clerk is not suppose to be a younger one which 
may not be true because in our sample a subject of the upto the 35 years of age 
were placed in younger group. Up to this age, a person may have high as well as 
low job tenure. As some person starts their career in early age while others starts 
their sei-vice career veiy late. The job tenure of semi-professionals has not any 
effect on personal values as well as on different factors of it. 
Male teachers did not differ significantly from female teachers on social, 
prestige, intrinsic, mixed factors of work-related values as well as overall work 
related values. Significant difference was observed between male and female 
teachers for extiinsic factors of work-related values. Female teachers scored 
significantly higher than their male counterpails. As far our scoring system, for 
work-related values, the higher score shows low importance to a particular values. 
The high score of female teachers simply indicated that they gave less importance 
to the extrinsic factor of work-related values. Like basic values, work values are 
beliefs pertaining to desirable end states (e.g., high pay) or behaviour (e.g. 
working with people). The different work goals are ordered by their importance as 
guiding principles for evaluating work out comes and settings, and for chosing 
among different work alternatives. The extiinsic factors of work-related values 
refers to consei"vation values, job security and income with the requirements of 
needs for general security and maintenance (e.g. Aldeifer, 1972; Borg, 1990; 
Mottaz 1985; Piyar, 1987; Rosenberg, 1957). In our socio-cultural setup, the male 
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persons are supposed to be the head of household. They are mainly responsible for 
the maintenance of the family. The female persons usually enter into the work 
environment either for the puipose of time passing or to give additional supportive 
income to the need of the household. That is why, they do not give more 
importance to the job security and high salary. Whatsoever they earn, it is 
considered as the secondary income. 
Non-significant differences were found between male and female clerks for 
overall work-related values as well as for different dimensions of it. There was no 
significant difference between male and female semi-professionals with regards to 
overall work-related values as well as other facets of it. Non-significant 
differences were observed between younger and older teachers with regards to 
overall work related values as well as any other facets of it. Younger clerks did not 
differ significantly from older clerks for extiinsic, prestige, intiinsic and mixed 
dimensions of work-related values as well as for overall work values. 
Younger clerks obtained significantly higher score than their older 
counteipaits for 'social' factor of work-related values. In the scale used in the 
present investigation are high score shows low importance to a given value in the 
working environment. Low score of the older clerks for 'social' factor of work 
related value suggest that older clerks are more social. They have more 
willingness to contribute to people and society and make more social contact with 
co-workers. While on the other hand the younger clerks were found more inclined 
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towards the welfare of people with whom they are frequently in personal contact. 
The finding simply suggested that younger clerks are more social with respect to 
the personal values while the older clerks are more social with respect to the work-
related values. The finding also suggested that older adults are more likely able to 
a cordial work environment with a good team spirit. 
Younger and older semi-professionals did not differ significantly with 
respect of social, extrinsic, prestige, intiinsic and mixed factors of work-related 
values as well as overall of it. 
Non-significant differences were obtained between the high and low job 
tenures teachers with respect to overall work-related values as well as for different 
factors of it. The job tenure of the clerks has no effect on overall work-related 
values as well as on different factors of it except the social factor. 
For the work related values, the high job tenure clerks gave less importance 
to the social values as compared to the low job tenure clerks. The finding could 
not be considered contradictory to one of the above finding in which it was 
observed that olders are more social as compared to the younger clerks. The 
comparison between young and old clerks was made irrespective of their job 
tenure. And the comparison between high and low job tenure clerks was made 
irrespective of their age. A high job tenure clerks may not necessarily be older 
than a low job tenure clerks. The job tenure of the semi-professionals has no 
significant effect on overall work-related values as well as on different factors 
of it. 
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The results of the present study have laid to the following conclusions: 
• Teachers as compared to clerks perceived more stress for 'responsibility for 
persons' factors of occupational stress. 
• Semi-professionals perceived more occupational stress as compared to 
teachers and clerks for 'responsibility for persons', factor of occupational 
stress. 
• Semi-professionals perceived more stress as compared to teachers and clerks 
for 'powerlessness' factor of occupational stress. 
• Teachers as compared to clerks and semi-professionals perceived more stress 
because of 'poor peer relations' factor of occupational stress. 
• Semi-professionals perceived less occupational stress for intrinsic 
impoverishment as compared to teachers and clerks. 
• Semi-professionals perceived more stress as compared to teachers and clerks 
for 'low status' factor of occupational stress. 
• Teachers as compared to clerks and semi-professionals perceived less stress 
for 'stieneous working conditions' factor of occupational stress. 
• Semi-professionals as compared to clerks and teachers perceived more stress 
for 'unprofitability' factor of occupational stress. 
121 
• Teachers as compared to clerks and semi-professionals gave more importance 
to 'universalism' factor of personal values. 
• Teachers in comparison of clerks and semi-professionals gave more 
importance to 'hedonism' factor of personal values. 
• Teachers in comparison of clerks were found less desirous for 'power' factor 
of personal values. 
• Clerks and semi-professionals as compared to teachers gave more importance 
to 'achievement' factor of personal values. 
• Teachers as compared to clerks and semi-professionals attached more 
importance to 'conformity' factor of personal values. 
• Clerks as compared to teachers and semi-professionals attached more 
importance to extrinsic work-related values. 
• Clerks as compared to teachers and semi-professionals gave more importance 
to mixed work related values. 
• Male teachers perceived more stress than the female teachers for 'role 
ambiguity' factor of occupational stress. 
• Male teachers perceived more stress than the female teachers for 'poor peer 
relations' factor of occupational stress. 
• Male teachers as compared to female teachers perceived more stress due to 
overall occupational stress. 
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• Male clerks perceived more stress than the female clerks for 'unprofitability' 
factor of occupational stress. 
• Male semi-professionals perceived more stress than the female semi-
professionals for 'responsibility for persons' factor of occupational stress. 
• Older clerks perceived more stress than the younger clerks for 'responsibility 
for persons' factor of occupational stress. 
• Yoimger semi-professionals as compared to older semi-professionals 
perceived more stress for 'underparticipation', 'streneous working 
conditions' as well as overall stress scale. 
• The high job tenures semi-professionals perceived more stress than the low 
job tenure of semi-professionals for 'role overload' and overall occupational 
stress. 
• Female clerks as compared to male clerks gave more importance to 
'achievement' factor of personal values. 
• Younger clerks as compared to older clerks gave more importance to 
'benevolence' value in particular and overall personal values in general. 
• Low job tenure teachers as compared to high job tenure teachers gave more 
importance to 'power' factor of personal values. 
• High job tenure clerks as compared to low job tenure clerks gave more 
importance to 'benevolence', factor of personal value. 
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• Female teachers as compared to male teacher gave more importance to 
'extrinsic' work-related values. 
• Male teachers as compared to female teachers gave more importance to 
'mixed' work-related values. 
• Younger clerks as compared to older clerks gave more importance to 'social' 
work -related values. 
• High job tenure clerks as compared to low job tenure clerks gave more 
importance to 'social' as well as overall work-related values. 
Further Research Suggestions 
It has been suggested that there are two points at which it is possible to 
provide interventions to manage occupational stress. The first type of 
intervention may focus on the stressors and aims to modify the organizational 
environment. This may involve changes in the educational organization (for 
example, teaching methods or jobs may need to be redesigned to reduce 
stressors). The second aim is to change the teacher's/clerk's/semi-professional's 
cognitions (for example, through stress management training courses). 
Considering the available occupational stress literature, stress researchers 
should identify different aspects of the job which they expect to be particularly 
stressful and what could be done to improve them. 
124 
The impact of personal (individual) values/work-related values on the 
subjective well-being of the teachers, clerks or semi-professionals should be 
investigated in further studies. 
As is identified the personal values and work-related values in various 
occupational groups, we still need to study the relationship between individual 
values and work-related values in various types of professional and 
paraprofessional groups. 
Further research should identify the desirable individual values of the 
personnel in maintaining the healthy organization. 
/ / ^ 
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SECTION - A 
This is a scientific study of value systems. There are no right or wrong answers in 
this study. There best answer is your own personal opinion. This questionnaire is 
intended togather new scientific facts. In return for your cooperation we hope to 
provide you with some interesting insights into yourself 
Instructions : Below are given certain values. You are requested to rate the 
importance of each value on 5-point rating scale ranging from "not at all 
important" (0) to "very much important" (4). Not at all important (0), slightly 

















































A world at peace 
Unity and nature 







39. Honoring parents and elders 





32. Accepting my portion in life( 
34. Respect for tradition 
36. Politeness 
38. Self discipline 
40. Family security 
42. Social order 
44. Reciprocation of favors 
SECTION - B 
Instructions : The following statements pertaining to your work situation you are 
requested to indicate the extent to which you find them satisfying. Each statement 
is to be evaluated on 5-point scale. Please, indicate your response in the bracket 
provided against each statement in the manner given below : If you STRONGLY 
AGREE then put (5); AGREE then put (4); UNDECIDED then put (3 
DISAGREE then put (2); and if you STRONGLY DISAGREE then put (1). 
1. I have to do a lot of work in this job 
2. The available informations relating to my job-role and its outcomes 
are vague and insufficient 
3. My different officers often given contradictory instructions 
regarding my works 
4. Sometimes it becomes complied problem for me to make adjustment 
between political/group pressures and formal rules and instructions 
5. The responsibility for the efficiency and productivity of many 
employee is trust upon me. 
6. Most of any suggestions are heeded and implemented here. 
7. My decisions and instructions concerning distribution of assignments 
among employees are properly followed. 
8. I have to work with persons whom I like. 
9. My assignments are of monotonous nature 
10. Higher authorities do care for myself respect. 
11. I get less salary in comparison to the quantum of my labour/work. 
12. I do my work under tense circumstances. 
13. Owing to the excessive work load I have to manage with insufficient 
number of employees and resources. 
14. The objectives of my work-role are quite clear and adequate planned 
15. Officials do not interfere with my jurisdiction and working 
methods ( ) 
16. 1 have to do some work unwillingly owing to certain group/political 
pressures ( ) 
17. I am responsible for the future of a number of employees. ( ) 
18. My co-operation is frequently sought in solving the administrative 
or industrial problems at higher level. 
19. My suggestions regarding the training programmes of the 
employees are given due significance 
20. Some of my colleagues and subordinates try to defame and mrlign 
me as unsuccessful 
21. I get ample opportunity to utilize me abilities and experience 
independently 
22. This job has enhanced my social status. 
23. I am seldom rewarded for my hard labour and efficient performance 
24. Some of my assignments are quite risky and complicated. 
25. I have to dispose of my work hurriedly owing to excessive work load 
26. I am unable to perform my duties smoothly owing to uncertainly 
and ambiguity of the scope of my jurisdiction and authorities 
27. I am not provided with clear instructions and sufficient facilities 
regarding the new assignments trusted to me. 
28. In order to maintain group conformity sometimes I have to do 
produce more than the usual. 
29. I have the great responsibility for the progress and prosperity of 
this organization. 
30. My opinions are sought in framing important policies of the 
organisation/department. 
31. Our interests and opinions are duly considered in making 
appointments for important posts. 
32. My colleagues do co-operate with me voluntarily in solving 
administiative and important posts. ( ) 
33. I get ample opportunity to develop my attitude and proficency 
properly. ( 
34. My higher authorities do not give due significance to my post 
and work. ( 
35. I often feel that this job has made my life cumbersome. ( 
36. Being too busy with official work, I am not able to develop sutx'ent 
time to my domestic and personal problems. ( 
37. It is not clear that what type of work behaviour my higher authorities 
and colleagues expect from me. V 
38. Employees attach due importance to the official instructions and 
formal working procedures. ( 
39. 1 am compelled to violate the formal and administrative procedures 
and policies owing to group/political pressures. ( 
40. My opinion is sought in changing or modifying the working system, 
instruments conditions. ( 
41. There exists sufficient mutual co-operation and team spirit among 
the employees of the organization/department. ( 
42. My suggestions and co-operations are not sought in solving even 
those problems for which I am quite competent. ( 
43. Working conditions are satisfactory here from the point of view of 
our welfare and convenience. ( 
44. I have to do such work as ought to be done by other. ( 
45. It becomes difficult to implement all of a sudden the new dealing 
procedures and policies in place of those already in practice. ( 
4$. I am unable to carry out my assignments to my satisfaction on 
account of excessive load of work and lack of time. ( 
SECTION - C 
Instructions : Below are given certain items for measuring w^rk values. You are 
required to rate each on a scale from 1-very important, 2 - important, 3 - not 
important, to 4-not at all important in response to the questions. How imjiortant is 
each of the following to you in choosing on occupations ? 
1. Good salary and work conditions. 
2. Job security (Permanent Job, pension) 
3. Interesting and varied work. 
4. Work with people. 
5. Prestigious, highly valued work. 
6. Work in which you are your own boss. 
7. Contributing to people and society 
8. Authority to make discussion over people 
9. Social contact with co-workers. 
10. Opportunities for occupational advancement 
Social Item No. 4,7,9 
Extrinsic Item No. 1,2 
Prestige Item No. 5,8 
Intrinsic Item No. 3,6 
Mixed Item No. 10 
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